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Problem
In a changing society, organizations must innovate.

To

achieve productive change it is necessary that the organizational
climate and its effect upon organizational personnel be understood.
In the field of human resource management there is always a need
for insights into psychological climate in order for organizational
initiative and creativity to operate.

It was the purpose of the

present study to construct a patterned profile of how Seventh-day
Adventist leading church members in Canada perceive the organi-

2
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tional climate, and to analyze the findings in relationship to
creativity.

Method
The Litwin-Stringer Improved Climate Questionnaire was used
to assess the perceived organizational climate in nine dimensions—
structure, responsibility, reward, risk, warmth, support, standards,
conflict, and identity.

Simple numerical and percentage distribu

tions of the data were used in order to plot a line-graph profile
for analysis of the inter-relationships of the nine climate factors.
Three-hundred and fifty-three returned questionnaires were
studied.

These were filled out by leading church members selected on

the basis of randomization from the directories of the seven confer
ences in the Canadian Union Conference of Seventh-day Adventists.
Thirty of the respondents were ministers.

Results
The profile reveals that the respondents perceive the
organizational climate to be positively oriented in the factors of
structure, reward, warmth, support, standards, and identity;
negatively oriented in the factors of responsibility, risk, and
conflict.

Conclusions and Recommendations
Based on the perceptions studied, the organizational climate
of the Seventh-day Adventist Church in Canada is moderately struc
tured and formal.
port.

It is high in member affiliation and mutual sup

However, it is moderately resistant to change and

3
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creativity; allowing only a little room for risk-taking, while it
is decidedly unprepared to accept conflict as a positive ingredient
in a growth-oriented organization.

Concurrent with this analysis is

the evidence that there is a moderately-low-level of personal respon
sibility toward the organization by its members.

It is recommended

that the Church's administration give study toward utilizing various
techniques, to enhance the organizational climate in the direction
of creativity.

4
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CHAPTER I
INTRODUCTION

Background
Modern thinkers in the field of creativity see man as
capable of utilizing his "creative genius" toward the improvement
and development of his environment.

G. B. Shaw (1974) speculated:

"The reasonable man adapts himself to the world.

The unreasonable

man persists in trying to adapt the world to himself.
progress depends upon the unreasonable man."

Therefore all

Organizational

accountability of factors affecting individual and group creativity
is of paramount importance.
Extending Shaw's viewpoint, the challenge presented by the
sophisticated society surrounding the church is, that every man,
woman, and child should be allowed the privilege to be independent
and creative in thought and action.

Creative productivity in

society is then the outgrowth.
It is an observational assumption that social structures
have a climate in them and around them.

Families have a climate

that is revealed in the relations between parents and children,
the way in which decisions are made, and the experiences parents
deem important for the development of children into particular
kinds of mature, thoughtful adults.
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In a parallel way, a church organization also cannot
escape the fact that it has some type of climate or character which
is either positive or negative in relation to realizing its prin
ciple objectives.

Robert C. Worley (1974) says:

Local churches, church organizations of all kinds, including
boards and agencies, have a character. Church schools and
church school classes have a character. Every group or
organization has expectancies, norms, values, interests, ways
of resolving differences, leadership patterns, and activities
that are the concrete expressions of its character.
Character consists of more than the structure of an organiza
tion . . . . It is the total organization in its dynamic,
expressive complexity that has profound effect upon people
(pp. 35, 36).
In the past little effort has been exercised in the Seventhday Adventist Church to study the climate of the church with the
purpose in view to discover how this climate might be transformed
to interpret and express Christian faith more effectively.

Even in

secular organizations the assessment of organizational climate is
still in its infancy.

McFarland (1970) says, "While the idea of

organizational climate raises many interesting questions, and
appears to have significance both in practical and theoretical
areas, little attention has been paid to it in research efforts"
(p. 539).

Worley (1974) admits that we have little understanding

of what a transformation of the climate in an interdependent,
institutional world means for the ministry of laity and clergy.
If Worley's admission is right for the church, then research must
be implemented, first, to identify the critical problems of the
church as an organization, and then to set upon a course of
development of a climate which is more effective in terms of reaching
stated objectives.
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Churchmen and churchwomen in recent times have candidly
observed the areas of church life which need reevaluation.

Some

churches, it is opined, "exist as a dull, closed, apathetic people
who have not mobilized the available potential energy of people
for study, thinking and action" (Worley, 1974, p. 36).

Other

churches manifest polarization in which no group hears, sees, or
understands any point of view other than its own.

Sometimes more

time is spent defending claims of correctness and purity of
Christian viewpoint, appropriateness of strategy, or adequacy of
ideas and materials than in attempting to discern what it means
to be organizationally the body of Christ in which there is re
conciliation, pluralism of function and perspective, and mutuality.
In short, there is a negative organizational climate with respect
to creativity on the part of all who call the organization theirs.
In order to meet the need of providing an environment
conducive to creative activity in the church, just as in other
social structures, there must be an understanding of the individual.
Sidney J. P a m e s (1972) describes the creative person as one:
. . . who is oriented toward setting and solving meaningful
problems, using an inner drive to recombine his store-house
of experience in new ways. In attacking his problems, he
does not behave as a conformist, instead, he pioneers often,
is not afraid to fail frequently, but is productive in the
long run.
Thus the individual behaving creatively sees things
through many eyes, from many viewpoints. He allows his
associative process to relate freely what his senses bring
to him. He is constantly changing his views as he forms
new associations, as compared with the "non-creative"
individual who freezes his views into rigid ideas which we
call prejudices (p. 9).
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If the creative person must conform to "pre-set" conditions,
there is always the danger of those conditions stifling that person's
growth and contribution to the organization.

Purposeful conformity

may be at times necessary and desirable for productivity, but blind
conformity is detrimental to creative growth.

In this sense of

"blind conformity" Parnes (1972) continues:
Conformity reduces the likelihood of one's creating the
fresh viewpoints necessary to achievement of creative insights.
Conformity is thus the enemy of originality and the creative
productivity to which novelty can lead us. Yet society tends
to mold its members into one conforming being. Its culture is
often at odds with creative ideas because these ideas drop
like pebbles in a sea of tranquility, forcing changes (p. 9).
The Seventh-day Adventist Church, as a society within a
society, must meet the challenge of Parnes' observations.

Does the

church through demands for conformity to established practices in
fact limit the creative and productive contributions of its members?
Or, is the church being faithful in fostering creative growth by
educating for creativity and the right use of the imagination?
Among other things, the church claims that it is an agency
through which people's lives are made more complete.

Thus, it must

be instrumental in promoting meaningful existence for its adherents.
Released creative imagination is a component of that existence.
Philip Phenix (1964) says:
Imagination has remarkable power in fulfilling a person's
existence. It centers in the depths of his personal being,
yet at the same time it releases him from self-preoccupation.
Through imagination one is captivated by the vision of new and
wider possibilities. Imagination is a form of ecstacy (meaning
literally, "standing outside of") in which one is lifted out of
himself and transported to a higher level of existence. It is
a manifestation of human freedom, in which one is not constrained
by the necessities of the natural and social environment or of
his own biological drives, but is able to participate inn world
of meanings that the human spirit discovers are its native home
(p. 345).
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The inquiry of this study has one major consideration
which demands attention.

Is the Seventh-day Adventist Church in

Canada providing the climate for the personal, self-motivated,
imaginative and creative development of its members?

This

question is not unique only to the Seventh-day Adventist Church.
All organizations in a democracy seek for their answer within
specific parameters.
T. Gordon (1955) summarizes this general need by writing:
The challenge that democracy faces is to discover a
conception of leadership more consistent with the fundamental
democratic principles we have learned to cherish. When
discovered, it will need to be so injected into the blood
stream of the social organism that it will reach every group
and institution in our society.
It is our thesis that society is searching for a kind of
leadership that puts human values first. Traditional leader
ship, based as it is upon authority and power, has often
restrained the individual through submission to that authority,
and consequently has failed to release all the creative and
constructive forces within the individual (p. 7).
Furthermore, so much time has been spent on studying and
observing the "unusual" in society, that the "usual" is often
ignored.

Irving Babbitt (1968, p. 15) suggests, that psychology

has often declared that sleep, madness, delirium, somnambulism and
hallucination offer a much more profitable field of experiment for
the psychology of the individual, than the normal state.
Likewise, it is this researcher's opinion that in the church
we have focused on the destructive critic, and have expended so
much energy on apologetics, that we have little left for the con
structively critical and divergently thinking people in the church
who are able to make worthwhile contributions toward its growth.
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There are some who would suggest that creative activity is
a concern only for a limited few in an organization.

However,

J. P. Guilford (1950) indicates that, whereas in former times
creative thought was considered to be a quality possessed by
higher I. Q. personalities, current research has shown that creative
ability, original thought and resultant productivity extend beyond
the domain of intelligence.

Human beings at any level, excluding

that of mental retardation, can be taught, or encouraged, to make
creative contributions to the society around them.
On the basis of this premise, this research endeavors to
present a profile of consensus regarding the organizational climate
in the Seventh-day Adventist Church in Canada.

It is an attempt

to systematically and scientifically cross the threshold toward
answering the many questions about the church's climate in
Canada.
Does the church operate like a "tight ship," with the
membership perceiving the leadership as making all the decisions,
controlling communication, and maintaining its own social and
economic interests?
Is the church in Canada perceived to be open to new ideas,
flexible, free to meet a variety of challenges, innovative, and
able to value and use the contributions of all members?
Do the members of the church admit freedom to engage in
lively study and discussion with open disagreement and reconciliation
Are there feelings of alienation, anxiety, injustice and
lack of respect in the church's organizational climate, or is the
church characterized by trust and nonpolarization?
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Does the organization, as perceived by its members, deal
with differences honestly, or does it smother, bury, ignore, or
treat them as though they were of no consequence?
In dealing with crises, is the church likely to retreat to
past answers and solutions whether they are relevant or not, or
does it accept the challenges posed and attempt to marshal the
resources of its members to creatively meet the challenges?
These and many more similar questions summon a researchbased pursuit for answers.

This study is change-focused and

follows the precedent set by other organizations interested in
changing their climates.

Becker (1975) conducted an organizational

climate survey for a large bank organization.

His basic model was

similar to the overall concept in this study.
To the question, "Why do this?" Becker (1975, p. 25)
replied, "The answer was relatively simple.

The survey focused

attention on the principle problems in the department and provided
a structure for discussion and change. . . . "

He cautioned that

changes and evolution in the organizational climate do take time,
but added, "Most importantly, organizational climate surveys pro
vide a scientifically determined structure for implementing these
changes."

To launch purposeful thought and continuous research

in the area of change in the organizational climate in the Seventhday Adventist Church, this study has its raison d ’etre.

Statement of the Problem
The general problem of this study was to identify the
perceived pattern of the organizational climate for creativity in
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the Seventh-day Adventist Church in Canada.
The specific problem of the study was to analyze selected
Canadian church membership perceptions of certain factors in the
organizational climate; to evaluate the relationship of these
factor-perceptions to the concept of creativity in organizational
climate; and to make recommendations toward the enhancement of the
church's organizational climate for creativity.

The Sub-problems
1.

To determine the orientation of the structure factor

in the perceived pattern of the organizational climate.
2.

To determine the orientation of the responsibility

factor in the perceived pattern of the organizational climate.
3.

To determine the orientation of the reward factor in

the perceived pattern of the organizational climate.
4.

To determine the orientation of the risk factor in

the perceived pattern of the organizational climate.
5.

To determine the orientation of the warmth factor in

the perceived pattern of the organizational climate.
6.

To determine the orientation of the support factor in

the perceived pattern of the organizational climate.
7.

To determine the orientation of the standards factor

in the perceived pattern of the organizational climate.
8.

To determine

the perceived pattern of
9.

the orientation of the conflict

factor in

the organizational climate.

To determine the orientation of the identity

factor in

the perceived pattern of the organizational climate.
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The Importance of the Study
Robert C. Worley (1974) wrote:
The church as an organization is a collective entity that has
a personality, character, or climate of its own. The character
or climate of that organization influences to a great degree the
commitment people give to the church and what they actually
receive, hear, and understand of the church's faith, life and
message (p. 38).
The Seventh-day Adventist Church, as a humane enterprise,
has much to learn from organizations which have explored the values
of enhanced creative environment.

Particularly since the middle

1950's, in the business, scientific and education worlds, there
has developed a great deal of interest and research on the matter
of human creativity.

Secular organizations have come to consider

the development of the creative thinking process, as profoundly
important to the maintenance of the democratic way of life.

James

Smith (1966) reports:
Much of the interest has come with the realization of the
value of the creative mind to the democratic way of life. It
is an essential characteristic of the democratic way of life
that each individual counts. It is an accepted democratic
principle that each individual should receive equal opportunity
to develop his potential. It is a known fact that the
mechanized and technological age in which we live makes
puppets of many men, rather than thinking, contributing and
creative members of a democratic society (p. xi).
Library shelves are replete with research projects and books
which have focused on the development of the creative process in
education, science and business.

However, as important as it is,

evidently little has been done within the Seventh-day Adventist
Church to identify, clarify and develop a strategy with reference
to the creative process.
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Smith (1966, p. xi), postulates that In this space age,
a nation cannot afford to lose one single mind that remains idle
because of lack of stimulation and use.

Minds that are restricted

to narrow channels of thinking resist new ideas, become selfish
and self-centered and inhibit progress.

Within this context,

investigation of denominational journals and reports shows that
there are no descriptive research studies at the scientific level
that reveal how well the Seventh-day Adventist Church has stimu
lated minds, or accounted for resistance to new ideas among its
members.
Behavior in organizations has become a stimulating area
of study in many sectors of the social environment.

Ellen G.

White and the Bible itself indicate that growth and progress are
to be major concerns of the Christian church also.

Ephesians

4:11-15 supports the theological presupposition that the church
was chartered for growth toward completeness in Christ.

A social

science view of the completeness of man, which is not opposed to
Christian theology, suggests that each person in a society must
be given full opportunity to reach his or her potential.

Organiza

tional climate for creativity then, should be a predominant concern
of the church as it functions within the broad society.

Creativity

is a precious human endowment, and the church should play a
substantial role in facilitating the full realization of its
benefits to persons in the church, who not only philosophically—
but also in practice— will champion the democratic and progressive
way of life.
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To assist in the clarification of this objective, David
Mars (1969) states:
Believing, then, that there is a need for creativity in
today's organizations. . . , we conclude that organizational
leaders and managers have the responsibility to take all the
steps which seem appropriate in order to encourage creativity
within their organization (p. 19).
If, according to Mars (1969), the responsibility for the
encouragement of the creative climate lies with the leaders of an
organization, they must be made aware of the church members' views
of the existing organizational climate with respect to creativity.
In order to plan adequately creative church programs of
relevance and meaningfulness, the organizational climate of the
church must be understood.

The general purpose of this study was

that it shall assist the church leadership in Canada toward
consciously developing an organizational climate which will be
more conducive to creativity.
The specific purpose which this study proposed to
accomplish, was to determine the current organizational climate
through the perceptions of leading

church members in Canada.

From that point, research findings from related literature
supplied the base from which recommendations are made to enhance
the organizational climate for creativity.

Hypotheses
Description of Type
Research literature describes two types of hypotheses:
(1) the scientific or research problem-oriented hypothesis; (2)
the statistical hypothesis.

This study employs the former type
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as an empirical proposition, in the sense that it is testable by
experience and observation.

Experience is relevant to the

questions as to whether or not the hypothesis is true (Glass and
Stanley, 1970, p. 273).
Referring to the research problem-oriented hypothesis,
Leedy (1974) says:
The hypothesis is, therefore, a reasonable conjecture, or an
educated guess. Its purpose is a very practical one: it
provides a tentative objective, an operational bull's-eye,
a logical construct which helps the researcher look for
the data. Based on the conclusions to which the data force
him, the researcher must either confirm or deny the
hypothesis that he has posited (p. 140).
Leedy further describes this type of hypothesis as comp
arable to a scaffold in construction engineering.

It assists in

the pursuit of the data which when inspected and interpreted will
help in the solution of the problem being researched.

Like the

scaffold in construction, upon completion of the project both
the scaffold and the hypothesis are of no further use.
In the sense of facilitation toward the achievement of
the ultimate goals presented in the "statement of the problem,"
and "the sub-problem," the following hypotheses were advanced.
Hypothesis 1.

The majority of respondents will determine

the structure factor to be positively oriented in the perceived
pattern of the organizational climate.
Hypothesis 2 .

The majority of respondents will determine

the responsibility factor to be negatively oriented in the
perceived pattern of the organizational climate.
Hypothesis 3.

The majority of respondents will determine

the reward factor to be negatively oriented in the perceived
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pattern of the organizational climate.
Hypothesis A .

The majority of respondents will determine

the risk factor to be negatively oriented in the perceived pattern
of the organizational climate.
Hypothesis 5 .

The majority of respondents will determine

the warmth factor to be positively oriented in the perceived
pattern of the organizational climate.
Hypothesis 6 .

The majority of respondents will determine

the support factor to be positively oriented in the perceived
pattern of the organizational climate.
Hypothesis 7.

The majority of respondents will determine

the standards factor to be positively oriented in the perceived
pattern of the organizational climate.
Hypothesis 8 .

The majority of respondents will determine

the conflict factor to be negatively oriented in the perceived
pattern of the organizational climate.
Hypothesis 9 .

The majority of respondents will determine

the identity factor to be negatively oriented in the perceived
pattern of the organizational climate.

Definition of Terms
Creativity.

An inherent or learned quality possessed by

persons, which enables them individually or collectively to
generate ideas and improved solutions to problems.
Organizational climate.

A set of measurable properties

of the organizational environment, perceived directly or indirectly
by the people who interact in this environment.

These properties
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are assumed to influence their motivation and behavior.

It includes

the subjective effects of the formal system upon its people, the
informal "style" of administrators and leaders, and other important
environmental factors on the attitudes, beliefs, values, and
motivation of people who live and work in a particular organization
(Litwin and Stringer, 1968, pp. 1, 5).
Leading Church Members. Although a distinction is made in
this study between clergy and laity, when the phrases "church member(s)" and "leading member(s)" are used, reference is being made
to the two groups inclusively.
Church.

Unless the context indicates a more broad appli

cation, "the church" refers only to the Seventh-day Adventist
Church.
Structure.

The feeling that church members have about the

constraints in the group, how many rules, regulations, procedures
there are; is there an emphasis on "red tape" and going through
channels, or is there a loose and informal atmosphere?
Responsibility.

The feeling of being one's own boss; not

having to double-check all decisions; when one has a job to do,
knowing that it is his or her job.
Reward.

The feeling of being rewarded for a job well done;

emphasizing positive rewards rather than punishments; the perceived
fairness of compensation and promotion policies.
Risk.

The sense of riskiness and challenge in the assigned

responsibility and in the organization; is there an emphasis on
taking calculated risks, or is playing it safe the best way to
operate?
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Warmth.

The feeling of general good fellowship that

prevails in the group atmosphere; the emphasis on being wellliked; the prevalence of friendly and informal social groups.
Support.

The perceived helpfulness of the leaders and

other employees in the group; emphasis on mutual support from
above and below.
Standards.

The perceived importance of implicit and

explicit goals and performance standards; the emphasis on doing
good work; the challenge represented in personal and group goals.
Conflict.

The feeling that leaders and other workers want

to hear different opinions; the emphasis placed on getting problems
out in the open, rather than smoothing them over or ignoring them.
Identity.

The feeling that one belongs to a group and

that he or she is a valuable member of a working team; the impor
tance placed on this kind of spirit.

Delimitations of the Study
1.

This study is delimited geographically to Canada, and

it does not propose to speak for the church organization elsewhere,
or totally.
2.

Substantively, the study is restricted to the percep

tive responses of subjects to the statements contained in the
Litwin-Stringer Improved Climate Questionnaire.
3.

Temporally, the studied responses were delimited to the

period beginning April 26, 1977 and ending June 30, 1977.
4.

The criterion group consisted of the leading church

members in Canada.

The rationale for this selection of subjects
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is found

in this study's need for informed and intelligent responses

to the questionnaire.

The Church officers and ministers are the per

sons most involved and personally acquainted with the climate and
organizational processes.

Limitations of the Study
1.

The Hawthorne effect may have resulted if and when a

respondent knew that he was participating in a study which poten
tially changes the establishment, or status quo.

To minimize this

limitation the Litwin-Stringer Improved Climate Questionnaire, as
a tested and proven instrument, was used because of its built-in
style to avoid the Hawthorne effect.

It also minimizes the

possibility of self-fulfilling prophecy bias, since it was not
constructed by the present researcher.
2.

Fundamentally the descriptive results of this study

were based on the use of an attitude survey of which type some
measurement specialists and certain psychological researchers are
doubtful.

McFarland (1970, p. 530) suggests several reasons why

this is so.
(a)

There have been many "bad" experiences due to improper
management of attitude surveys.

(b)

They are usually designed to collect after-the fact
information, too late to guide decisions or prevent
problems.

(c)

It is suggested that it is difficult to obtain accurate
reports from subjects who fill out surveys, since the
motivation to fake the expected answers is often high.

Pertaining to this study, these limitations in some
instances may have ground upon which to stand.

The position of the

present study was that the biases implied are accounted for in the
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procedures.
veys.

McFarland (1970) supports certain uses of attitude sur

This was the stance of this study.

He says:

. . . There would seem to be ample room for a managerial
tool which, when capably managed by trained managers, provides
information about the changing level of morale, over time, and
from one unit to another (p. 530).
As an information-seeking study, it is projected that the
data received will futurisitcally guide decisions and prevent problems
within stated parameters.
3.

A limited financial budget has restricted the size of

N, and the extent of follow-up procedures.
A.

Broad ranges of literacy of the membership of the

Seventh-day Adventist Church in Canada impose certain reservations
on the questionnaire responses.

Basic Assumptions
1.

That organizational climate does affect productivity

and growth within the organization.
2.

The organizational climate of the Seventh-day Adventist

Church in Canada affects the membership's faith and life within the
church.
3.

The organizational climate of the Seventh-day Adventist

Church in Canada is perceptible through the use of the LitwinStringer Improved Climate Questionnaire.
A.

The criterion group consisting of church officers and

ministers is representative of involved members of the Seventh-day
Adventist Church in Canada.

Organization of the Study
Chapter I presents the general rationale for this study.
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The statement of the problem, the sub-problems, the importance of the
study, hypotheses, definitions of terms, delimitations, and limita
tions of the study, and basic assumptions are stated in this chapter.
Chapter II consists of a review of the literature related to
the background of the investigation.

It covers two areas.

1.

The theory of creative organizational climate.

2.

The historical scope of the creative role of members

in the Seventh-day Adventist Church.
Chapter III describes the methodology used in the descriptive
research of this study.

Typology, the research instrument, the popu

lation and sample, the method of distribution of the instrument and
the analysis procedure are clarified in this chapter.

A brief sum

mary is also included.
Chapter IV contains an analysis of the data used in evaluat
ing the hypotheses of the study.

The actual sample for assessment

is detailed, showing the distribution of returns from the sub
populations (see table 1).

Each statement and the findings arising

from the responses are analyzed.

Each factor section is analyzed

along with the stated support or non-support of the respective
hypotheses.

Sections for discussion are interspersed

at

approp

riate places.
Chapter V includes a summary of the study, conclusions
advanced and recommendations for further study.
Bibliography and appendices appear at the end of the
written study.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

CHAPTER II

REVIEW OF THE LITERATURE

The Theory of Creativity and Organizational Climate
Introduction
Creativity is not the mere characteristic of voicing
unusual or novel ideas.

James A. Smith (1966) says:

In our world of change we tend to regard the quantity of
production as the unique factor which makes our way of
life possible. Productivity implies quantity, whereas
creativity implies quality . . . it must be made clear that
there is a definite difference between creativity and
production (p. 5).
Creativity has to do not only with new ideas but also
with the practical implementation of new solutions.

Jack W. Taylor

(1961) says, "creative thinking is the development of new ideas
which will satisfy some expressed or implied need of mankind"
(p. 1).

Horace B. English and Ava C. English (1958) define

creativity as the "ability to find new solutions to a problem"
(p. 129).

David Mars (1969) adds, "we would hope that the new

solution suggested as the result of someone's creativity is an
improvement, a step forward, not merely novelty for novelty's
sake alone" (p. 3).
Current literature on creativity and creative climate
stresses the importance of knowing that creativity is not the
encouragement of free production of "bizarre" ideas, but rather

19
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it Is a matter o£ formulating common sense-type of solutions to
old or new problems.

Gary Steiner (1965) clarifies by writing,

"creativity has to do with the development, proposal, and imple
mentation of new and better solutions; productivity, with the
efficient application of current solutions" (p. 4).
There will always be a need for creativity in society and
in its sub-societies or organizations.

There is an interactive

process toward conformity between the two levels of the social
milieu.

Mars (1969) indicates that pressures in society which

tend to push people toward conformity are reflected also in its
organizations.

Often conformity is seen by management as

furthering the organization's goals and objectives.

Organization

leaders tend to place emphasis on pleasing superiors in order to
get ahead, not taking risks, acting to support stability and
keeping things the way they have always been.
Leaders in organizations are in a position to influence
the organizational climate either positively or negatively with
respect to creativity by the cliches which they themselves use and
foster.

Some of the negatively loaded expressions are:

(1) Stay in

the middle of the road, (2) Don't rock the boat, (3) Don't make any
waves, (4) follow chain of command, (5) Maintain the status quo.
If the listed expressions are evidence of an attitudinal
pattern, it would follow that ordinarily, organizational leaders
are not too anxious to unwind the conformity of people in the
organization.

After all, the conditioning has been long-standing

through the influence of the family, schools and social surroundings.
Also, on the surface it appears to be an ideal situation.

Society
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rears conforming individuals and organizations employ them to
further their objectives, which in turn are reflections of the
goals of society at large.

The approval of the majority is always

cherished, so in fact the organization is flattered for its
enhancement of the social status quo.
However, contemporary thought leaders warn that for good
reasons, particularly in our times, it is dangerous to an
organization if it acquiesces.

Carl Rogers (1954) says:

If, as a people, we enjoy conformity rather than creativity,
shall we not be permitted this choice? In my estimation such
a choice would be entirely reasonable were it not for one great
shadow which hangs over all of us. In a time when knowledge,
constructive and destructive, is advancing by the most
incredible leaps and bounds into a fantastic atomic age,
genuinely creative adaptation seems to represent the only
possibility that man can keep abreast of the kaleidoscopic
change in his world. With scientific discovery and invention
proceeding, we are told, at the rate of geometric progression,
a generally passive and culture-bound people cannot cope with
the multiplying issues and problems (p. 251).
Rogers' main emphasis therefore is that unless individuals,
groups, and nations can imagine, construct, and creatively devise
new ways of relating to the complex changes around them, "the
lights will go out."

He goes on to suggest that unless man can

make new and original adaptations to his environment, our culture
will perish.

The height of his pessimism is found in the words,

"not only individual maladjustment and group tensions, but
international annihilation will be the price we pay for a lack of
creativity" (p. 251).
Others may not feel so strongly about society generally,
but many students of the concept of creativity are equally
pointed as Rogers when it comes to consideration of the organizations
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within the macrocosm.

Chris Argyris (1965) expressed, "modern

organizations may not survive unless they are able to innovate"

(p. 1).
Characteristics of the Creative Person
Gary A. Davis (1975) gives a general view of the creative
characteristics evident in people.
There are attitudes, motivations, interests, values, and
other personality traits that predispose a person to think
and behave more creatively. For example, independence, selfconfidence, and a habit of nonconformity would contribute to
innovativeness. The creative person also is highly energetic,
spontaneous, adventurous, and willing to take risks and make
mistakes. He tends to be curious, to be attracted to the
complex and mysterious, to have wide interests, and to be
open to new ideas and experiences. Most research confirms
the importance of a childlike playfulness and a well developed
sense of humor, along with more serious artistic and aesthetic
concerns. Some studies suggest emotionality, sensitivity,
idealism, reflectiveness, and outspoken cynicism as traits of
many creative individuals (p. 77).
A review of the characteristics of the uniquely creative
personalities in society, is presented here as a part of the total
view of the subject under consideration.

Organizational leadership

must learn to recognize the possibilities of personified creativity.
As a result, there should be less chance of prejudice and exclusion
of the unusual, divergent persons who can, if allowed, make positive
contributions to the organization's growth and progress.
Several of the important characteristics of creative people
are detailed in this section of the study.

The primary source of

information is Gary A. Steiner's (1965) book, The Creative
Organization.

This book is essentially a compendium report of a

seminar conducted by the Graduate School of Business of the
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University of Chicago.

The participants were sixteen eminent

scientists, scholars, and executives who focused their discussions
on the topic, "The Creative Organization."

The purpose of the

seminar was to explore the factors which foster or impede
creativity within, and on the part of large organizations (Steiner,
1963, p. 1).
It is generally assumed (Steiner, 1965, p. 1) that a basic
level of intelligence is essential for creative ideation.

Beyond

that, conceptual fluency, conceptual flexibility, originality, and
preference for complexity are cited by Steiner (1965, p. 7) as
specific intellectual characteristics of creative persons.
In the realm

of

personality,Barron (1958, p. 160) states

that

creative people are more apt to retain their position when

they

find themselves in disagreementwith others.

generally identified

This trait is

as "independence of judgment."

To this,

Steiner (1965, pp. 8, 257) adds that creative persons see themselves
as different from others.

They are less authoritarian than those

who are less creative and they are intellectually and socially
more willing to entertain, and sometimes express, their own
"irrational" impulses.
When the more highly creative persons approach problems,
they usually take interest in and are motivated by the intrinsic
nature of the problems and their solutions (Steiner, 1965, p. 9).
Their orientation to their work worlds is cosmopolitan rather than
local, and they spend more time in the analytical stages of prob
lem solving as opposed to synthesis (p. 10).
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Creativity is rarely -a matter of gradual step-by-step
progress.

According to Alexander (1965):

"Many creative ideas

occur in dreams or in relaxation, in which one is not committed to
previous knowledge" (p. 238).

Some writers call this frame of mind

"relaxed attention."
Osborn (1963, p. 39) emphasizes that the ability to suspend
judgment is a primary trait of the creative person.

Steiner (1965,

p. 15) adds that creative people show a unique combination of openmindedness and conviction.

Although this seems like a paradox we

can best understand this phenomenon as a matter of stages in the
process.

To Steiner (1965, p. 15), the creative process is char

acterized by open-mindedness in the early, idea-getting phases;
culminating in a bullheaded conviction at the point of dissemination
and execution.
One of the most concise and comprehensive summations in the
literature describing the creative person is presented by Barron
(1958), who concludes:
Creative people are especially observant, and they value
accurate observation (telling themselves the truth) more than
other people do.
They often express part truths, but this they do vividly;
the part they express is the generally unrecognized; by dis
placement of accent and apparent disproportion in statement
they seek to point to the usually unobserved.
They see things as others do, but also as others do not.
They are thus independent in their cognition, and they
also value clearer cognition. They will suffer great personal
pain to testify correctly.
They are motivated to this value and to the exercise of
this talent (independent, sharp observation) both for reasons
of self-preservation and in the interest of human culture and
its future.
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They are born with greater brain capacity; they have more
ability to hold many ideas at once, and to compare more ideas
with one another— hence to make a richer synthesis.
In addition to unusual endowment in terms of cognitive
ability, they are by constitution more vigorous and have
available to them an exceptional fund of psychic and physical
energy.
Their universe is thus more complex, and in addition they
usually lead more complex lives, seeking tension in the inter
est of the pleasure they obtain upon its discharge.
They have more contact than most people do with the life
of the unconscious— with fantasy, reverie, the world of
imagination.
They have exceptionally broad and flexible awareness of
themselves. The self is strongest when it can regress (admit
primitive fancies, naive ideas, tabooed impulses into
consciousness and behavior), and yet return to a high degree
of rationality and self-criticism. The creative person is
both more primitive and more cultured, more destructive and
more constructive, crazier and saner, than the average
person (p. 164).

Organizational Climate for Creativity.
The following are a multiplicity of statements which
reveal the commonly accepted characteristics of the climate in
creative organizations.

These statements are gathered from a

broad review of references, all of which are included in the
Bibliography of this study.

However, Taylor (1972) and Steiner

(1965) have given the best summaries.
Steiner (1965) offers a statement that indicates the
philosophy and results of a creative climate in an organization.
A management philosophy that stresses creativity as
an organizational goal, that encourages and expects it at
all levels, will increase the chances of its occurrence
(p. 19).
The philosophy undergirding this statement bridges the theoretical
gap which this study needs to fill in linking organizational climate
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factors with openness

to creativity.

Theory and research literature suggests that the creative
organization:
1.

Employs idea men and women.

Harold Guetzkow (1965) says:
To increase the relevance of the creativity of the
individual, the communication system must work well in both
the vertical and the horizontal dimension. Each person in
the organization must be heard as well as talked to, and
the communication net must not be so overloaded as to drive
out the half-formed thought which needs sharing so that only
the hard sell, well-formulated notion survives. The need is
not merely to increase the flow of ideas upward; equally
important is the need to share ideas sideways and downward
(P. 40).
2.

Closely analyzes the upward mobility of its people.

After research with the U.S. Naval Radiological Defense
Laboratory, Calvin Taylor (1972) reports:
We again found that as a person is promoted upward in
the scientific organization, the higher he goes, the more
activities he becomes responsible for. . . .
We have raised the question as to whether such a system
promotes most people out of an opportunity to focus and
concentrate very much on anything. Instead, we strongly
suspect that it spreads them so thin that they don't have
too much chance for creativeness and they can't expect to
function much in that way (pp. 3, 4).
3.

Will encourage personnel to publish and/or "feedback"

their views without recrimination.
Taylor (1972) reveals this phenomenon after research:
We also had another surprising finding. If a person had
finished his research and decided to go the extra mile and
publish it, to write an article for publication for the
larger audience, he got below average rating on cooperation
from his supervisor. Does this result make sense? When we
studied hindrances to publishing, the supervisor was one of
those persons who had more hindrances to his publishing and
wasn't able to publish as much as the people under him. Maybe
jealousy or other kinds of things were going on. At least, if
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you feel that the person who Is creative and productive
and so on has "an easy row to hoe," it isn't always so.
He might be in deep trouble with others around who are
threatened by him and his ideas and who may try to get
him more and more under their own control (p. 7).
Murray D. Lincoln (1960), a successful businessman in
his book Vice President in Charge of Revolution suggests this
type of openness:
Any organization, once it becomes successful, is apt
to lose its original drive and vision. Despite their
idealism, or perhaps on account of it, cooperatives are no
less vulnerable to this kind of erosion. Because this is
so, I've often suggested that we have a vice president in
charge of revolution. He'd stand to one side, with
whatever staff he needed, to pick holes in whatever we were
doing and remind us of our basic philosophy, our fundamental
concepts. His job would be to stir up everything and every
body, to criticize and challenge everything being done—
objectives, methods, programs, results. He'd keep us so
discontented with the status quo there'd never be any doubt
of our desire to seek new ways to meet people's needs. He'd
keep us on the right track.
People change whether institutions change or not, and
institutions that forget this are left behind. Executives
get into ruts. Many people don't want to think. Most
people are afraid to tackle something new. Then, too, they
get a vested interest in what they are doing and try to
defend it to the death. I believe that many people oppose
a new idea because they don't feel capable of jumping in
and handling it. They would rather oppose it and keep their
little jobs down pat as they've got them organized, than try
to tackle something that might throw them out of their
routines— and possibly out of their jobs. I would want my
vice president in charge of revolution to spend time throwing
us off balance, shaking us out of our coziness, making us
feel a little insecure and uncertain (pp. 297, 298).
While Lincoln's idea may be a little unrealistic, however
of real value for thought, Norman R. F. Maier and John J. Hayes
(1962) soften the punch:
Perhaps every organization could use, instead of a
vice president in charge of revoltuion, one special guest
room in its great edifice of institutional tradition dedicated
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to heresy end experimental inquiry, a retreat that all
members of the organization were welcome to visit occasionally
to challenge the things being done— objectives, methods,
program, results (p. 217).
4.

Will tolerate ambiguity.

Gowan, Demos and Torrance (1967) assess the creative
activity stemming from ambiguity:
The ability to tolerate ambiguity is another trait which
has been commonly accepted. It is the ability to accept
conflict and tension resulting from polarity, to tolerate
inconsistencies and contradictions, to accept the unknown,
to be comfortable with the ambiguous, approximate, uncertain.
The creative person can postpone decisions and accept the
abeyance as pleasantly challenging. . . . Flexibility is an
extension of the traits of sensitivity and tolerance of
ambiguity. These latter traits allow the individual to change
and to take advantage of change. Flexibility means being able
to toy with elements, to operate without being anchored to
rigid forms, to escape traditional solutions, to be playfully
serious, to perceive meaning in irrelevancies (p. 28).
Traditionally, leaders are expected to be certain about
attitudes and decisions even when they are not certain.

Decisive

action is always viewed with predilection, thus closing off
possibility of further reflective analysis.
5.

Will seek ideas from non-management personnel with,

or in place of, other management people.

Taylor (1972) says:

I learned this next point from one of the industrial
researchers in the field of creativity. I asked him, "Why
don't you ask the most creative people what kind of management
they should have, instead of getting new ideas from other
management people about how to manage researchers? But why
don't you ask the researchers, especially those who have been
most creative, what kind of management they would like to
have?" He said, "As a matter of fact, we did check on those
who had produced the best ideas within our company, the big
ideas that had really made the cash register ring. We found
that the organization was ready to fire most of them just
before they produced their big idea. But someone arose as
protectorate, not from the official organization but from
the unofficial organization, and said, don't you dare do it.
Leave him alone. And that buddy, you see, was working for
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the organization better than the official administration
was, and so was this creative scientist because he produced
what the organization really needed and wanted. But the
official organization somehow couldn't take what he was
doing and became impatient or uneasy or something and wanted
to fire him (p. 8).
6.

Will assure that creative minds continually rise to

the top.
Taylor (1972) offers that:
Since the crucial part of organizations are the people in
them, one of my recent hunches is that an organization will
be no more flexibile than its least flexibile link (of
importance), and that it will be no more creative than its
least creative line (of importance). In other words, one
inflexible person in the right (?) place can level the
entire organization down toward his low degree of flexibility.
Likewise, one uncreative person in a key position will tend
to lower the creativeness of the organization to his own level
(p. 16).
Experiments with new ideas rather than prejudging on
rational ground; everything gets a chance.
Alexander (1965) at a creativity seminar said:
Irving Langmuir (I think he was with General Electric)
some years ago gave a radio talk in which he emphasized that
the company gave him complete freedom: It did not tell him
what to discover, but simply let him play. And he said that,
according to his belief, that is the only source of real
creativity— to let a man play around and not ask whether
what he plans is useful or not. Assume that we had taken
this experimental idea to the pharmaceutical industry some
years ago, before the antibiotics had been discovered. If
one company had had the idea, let us say, to engage a few
ingenious bacteriologists then, they might have engaged
Fleming to play around with whatever he wanted.
(Only
accidentally did he come across penicillin, and then it
was not developed, because there was no apparent immediate
use for it and costs were an impediment.)
Now one can cite many such accidental discoveries, which
later proved to be very useful, made in a playful experimental
way. Would it not be a very lucrative and practical investment
to select these potential creators in industrial organizations
and pay them not to discover useful things, but to play
around (p. 46)?
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8.

Is basically authoritatively decentralized and

diversified.
Guetzkow (1965) points out that:
When there is centralization within an organization, many
decisions are taken at the top of the authority structure,
so that decisional latitude is narrower for those in inter
mediate and lower positions, thereby restricting opportunities
for non-conforming, creative decisions. A decentralized
decisional structure provides scope for innovate behavior
through its emphasis upon the development of solutions
appropriate to the different environments encountered in
the various extensions of the organization. When authority
is delegated, full advantage can be taken of broad latitude
by those able to develop creative responses to an everchanging environment in which their organization functions
(p. 37).
9.
planning.

Invests in basic research and flexible long-range
The premium is placed on future aspects of the organiza

tion rather than on present efficiency.

(This is not to imply that

efficiency is not required.)
Taylor (1972) projects:
At times we might become so concerned with what may be
called the "efficience" of this day that we find and reward
the most efficient people possible and they put all their
focus on today's efficience so that tomorrow is forgotten.
The new ideas that would lead us to a better tomorrow don't
have much of a chance because of the press for efficiency.
While they might be very effective in this short range sense,
in the broader sense it would be better to be sure there are
some people who are good at producing a future for this or
ganization. Some organizations, in looking five years ahead,
feel that what they will then be doing will be about two-fifths
of the things that they are now doing, and three-fifths will be
new things they are going to be doing five years ahead, but
they do not yet know what these new things are going to be. If
your organization's field is moving fast, you may have to learn
to be a producer of the mainstream of tomorrow, or else ask
yourself, "Where did the mainstream go?" as your organization
ends up on dry land (p. 10).
10.

Does not emphasize perfectionism.

The reasoning behind this is expressed by Taylor (1963):
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Dr. Henry Eyring, graduate dean at the University of Utah,
suggests that a teacher whose performance is too perfectionist
and too awesome may not help students to produce on their own—
they may become balky students instead. If a teacher makes
some human errors and doesn't look too good to his students
(but really is good), then they feel that they too might work
successfully in that area, and so are more likely to do so.
Teachers or public speakers who are deeply involved in their
work may be having rich and perhaps creative personal exper
iences, without being able to get their students, or audiences
sufficiently involved to share these creative experiences (p. 70).
Alex Osborn (1953) says that a perfectionism complex "will
throttle effort and abort ideas" (p. 302).
11.
new ideas.

Selects supervisors who are capable of listening to
Taylor (1972) says:

One of the almost impossible things for a supervisor to do is
to listen to a new idea, especially from someone below him
and especially if the idea is highly creative. An estimate
from a preliminary investigation shows that a very small
percentage of first level supervisors are psychologically
capable of giving a good hearing to a new idea from below
them. At higher levels, the percentage who can truly listen
is greater, though still considerably less than half. There
fore, according to this early evidence, a new idea would
have a very low probability of being "listened to" through
two or more levels upwards. A really good new idea, a
strikingly new and unexpectedly appropriate idea, may be
very threatening. So we may need a good technique for
selecting supervisors, emphasizing their ability to listen
to new ideas (p. 11).
12.
organization.

Encourages informal teams to work with the formal
(Does not squelch small group ideation from below

the administration.)
Taylor (1972) suggests:
In a sizable percentage of cases, new actions can be
initiated and changes occur as a result of the informal
organization. In other words, the creative individuals and
the creative characteristics in the organization are not
located in the official, formal part of the organization,
but are in the informal part. New things are started and
carried out by informal teams that may cut across and not
follow the official organizational pattern. Those in the
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official positions can sense this as an organizational
strength, and keep the formal and informal organizations in
a working adjustment with each other (p. 12).
It is important also that these informal ideas are given
quick attention, because it is known that creative workers will
often transfer to a new organization if there is great delay.

The

first organization is then the loser.
13.

Provides for brainstorming.

Alex Osborn (1953, pp. 298, 299) indicates

that quantita

tive results of joint ideation (brainstorming) are beyond question.
But in addition to producing rafts of ideas brainstorming does
something for those taking part as well as for the organization.
The participants gain creative power which helps them in their
work as wellas in their private lives.
14. Develops incentives for the fruitfully creative.
Often it is regarded as essential that incentives be given
to

the "lagging" personnel in order to generate a sense of well

being, "belongingness" and accomplishment.

This is probably

correct, however Calvin Taylor (1972, pp. 14, 15) suggests that
essentially the ones who are more creatively productive are
punished as they move farther beyond the controlled limits of
fruitfulness.

He suggests that the biblical parable of the

talents, illustrates that the more fruitful workers should
receive proportionate incentives.
15. Trusts its people.
People who are trusted take more risks, or may not see
trying out inventive or new behavior as risky. The manager
who communicates genuine trust produces a relatively risk
free macro-environment for the subordinates. The high
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creativity manager is likely to make a number of selffulfilling assumptions about people with whom he works.
He is likely to have attitudes such as these: people are
likely to be highly motivated and responsible when left
on their own; people will be creative if restraints are
removed; people work best when they set their own goals;
people have amazing potential when allowed to flower
(Taylor, 1972, p. 29).
16.

Seeks to be original and have different objectives;

is not trying to be just another "X."
The basic premise of operation must be conveyed to the
personnel.

In this researcher's view, a risk-taking ethos with

tolerance and expectation of chance-taking gains the respect and
commitment of the creative people in an organization.
17.

Facilitates small-group interaction.

Taylor (1972, p. 29) says that the use of T groups and
sensitivity training in the organizational setting results in
greater openness, more free communication, the sharing of creative
ideas, and inter-personal confrontation.

The evidence is indirect

and inconclusive, but highly suggestive, that this increased open
ness has an accelerating effect upon productive creativity within
the organization.
It should be understood that there have been radical usages
of T groups and sensitivity training.
to those methods.

Some authorities do not ascribe

But, they suggest that there are ways of using the

small-group process in a clearly moral way.
18.

Allows personnel the freedom to develop their own

goals.
Calvin Taylor (1972, p. 30) has emphatically pointed out
that the more an administrator creates the conditions in which

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

34
persons initiate, feel responsible for the process of selfdetermination, and feel free to create their goals, the more the
person creates the internal conditions which maximize the growth
of creativity potential.
19.

Allows personnel to have fun.

Writers on creativity indicate that useful creativity
often emerges at times of relaxation.

There are those who say

that an atmosphere of enjoyment is necessary for creatively active
production.

David Ogilvy (1965) says, "with us, it is the sad,

lugubrious dogs who are sterile and blocked and do nothing.

It

is the exuberant fellows who produce— the unstable ones" (p. 211).
It is evident in the literature that administration needs to
develop a sense of humor in the organization.
20.

Promotes an objective, fact-founded approach.

Bower (1965) says:
The fact-founded approach produces not only the best
solutions and decisions but also the greatest number of
innovations. There are two basic reasons: First,
objectivity reduces fear of criticism and, second, the
search for alternate possibilities automatically provides
an opportunity for new and original alternates to be
suggested. In fact, the superior who wants to encourage
innovation will say to his subordinates: "Can't we try a
little harder to find a possible solution that no one has
yet come up with?" He will stretch his people's minds
(p. 174).
This approach is more successful too because authorities
on the subject believe that innovation declines in quantity and
quality when emotional factors, personal politics and arbitrari
ness enter into the process of problem-solving and decision making.
21.

Assigns non-specialists to problem-solving.
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Taylor (1972) argues:
Most organizations are triangular in shape because there
are a lot more people down at the bottom than up at the top.
It would be difficult to argue that most organizations have
promoted people highly because of their creativeness.
Generally, promotions are based upon a large number of things,
so creativity is usually a challenging unknown, not highly
focused upon in either selection or promotion. As a
consequence, the more creative people may be found all over
the organization. And everyone in the organization does have
a brain, so ideas may be hatching and can emerge from any
mind in the organization. On a sheer probability basis,
there is a greater chance that there is more creative talent
at the bottom, where there are more people, than at any other
level (p. 11).
This is a revolutionary concept because most traditional
administrators regard their appointment, as being inclusive of the
best knowledge and ability for organizational problem-solving and
policy-making.
22.

"Not so," say contemporary leaders.

Establishes very few arbitrary controls over people.

A review of professional literature on personnel management
emphasizes that the best control in an organization is when per
sonnel establish their own program controls.

When administration

dominates its working force, the initiative for creative activity
is stifled.
Taylor (1972) says, "the high-creativity manager tends to
be interdependent, to allow freedom, to create very few arbitrary
controls over people, and to rely upon the natural, emergent
processes of growth to create residual controls over participants"
(p. 31).
23.

Provides open channels of communication.

This point is similar to (1) above, but precedes the
function of ideas in an organization.

It is also a matter of
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integrity, along with providing the climate for creative activity.
Harold Guetzkow (1965) says:
The creative individual has contact with his organizational
environment by means of its communication system. The employee
talks with others; he reads and writes messages. The very
problems he tackles often are called to his attention by the
communication system— and unless they are the more fundamental
ones confronting the organization, the individual's creativity
is brought to bear upon trivia. In some companies, an attempt
is made to alert upper management to occasions for innovation
by communicating directly when programmed routines seem
inadequate. If the communication system filters out the
unpleasant and distorts the realities so as to present, by
and large, images of integrated, successful operations,
managers throughout the communication net will not have the
disjunctive components with which to create new solutions;
they will be lulled into acceptance of things as they are
(p. 40).
24.
sources.

Encourages contact and idea-exchange with outside

Guetzkow (1965) projects:

When there is geographical dispersion, counterpart persons in
different sites need opportunities to spark each other's ideas,
so that adaptations of solutions to similar problems may be
creatively molded to fit widely different regions— a need of
special relevance, for instance, to those involved in inter
national operations (p. 41).
At this point it might be suggested that administration
should encourage attendance at professional conferences and work
shops conducted outside of the organization itself.

This not only

exposes personnel to new ideas but also enhances employee morale.
25.

Evaluates ideas on their merits, not status of the

originator.
It is common that often an administrator exposed to an
idea from someone of lesser authority, will react negatively;
consciously or subconsciously feeling:
a.

A non-specialist or non-official person couldn't

possibly know anything about the organization.
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b.

The originator is being impertinent.

c.

It is humiliating that "I" haven't thought of the

idea first.
Subsequently, the idea is killed.
Creative organizations do not stratify personnel under most
conditions, but especially when it comes to creative ideas.
26.

Accepts anonymous communications and blind notes.

Although it is likely that professional and confident
people (providing the communications net is favorable) will identify
their ideas and reactions, an organization may enhance creativity
by at least allowing for anonymity.

In fact in some cases a person

may offer a brilliant idea, even if at first impression he thinks
it is ridiculous and so unusual, that he doesn't want to be
associated with it.

Catching that "brainstorm" may be the solution

to a problem or a basis for a policy, or a new production scheme.
27.

Selects and promotes on merit only.

It almost goes without saying, that political maneuvers in
an organization stifle the will to contribute creatively to the
system.
28.
That

Develops organizational slack.
is to say, that a creative organization informs its

people

that it is prepared to allocate resources and time to absorb

errors.

Without this, the organization runs "tight-ship," and

risk-taking is minimized (Steiner, 1965, p. 39).
The

twenty-eight characteristics of an ideal creative

organization, as outlined, are not exhaustive.

It is intended that

they serve as a broad glimpse of the major components of creative
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climate and of the ramifications which they imply when incorporated
into the organization's style.

At the same time that an organi

zation takes into account the characteristics of a typical organi
zational climate conducive toward creativity, it must also become
sensitive to the factors which impede creativity.

Researchers sug

gest that creative leadership demands this awareness.

Impediments to Creative Climate
Marvin Bower (1965, pp. 169-173) focuses on the four major
factors in an organization which impede creative activity.
1.

Inertia— Most people with even a low level of

imagination have ideas streaming through their minds.
Creative ideation is not absolutely peculiar to those who
generally manifest personal characteristics of high creativity.
Individuals at all levels from time to time come up (mentally at
least), with innovative and worthwhile ideas.
But, many of the ideas the average person comes up with
are discarded as they quickly pass through the mind.

An organiza

tion interested in the development of a creative climate must
facilitate delivery of these often worthwhile ideas which
ordinarily pass off into insignificance.
Sometimes these ideas do take shape as the individual
consciously entertains them.

However, the individual in an

organization is faced with deciding whether to mention it to someone
for reaction or action, or to let it pass into the limbo of for
gotten things.

Most people don't mention ideas due to lack of
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time, initiative, or even interest.

For this simple reason,

most ideas fail to be born even after they are fully conceived.
The organization is then the loser.
2.

Fear of Criticism— When an idea is conceived and

captured as it streams through the mind, the typical individual
will not give it birth if he feels
criticism for him.

Because at

that it will result in

that point, even if the idea is

useful, no one else knows that

the idea is conceived and the

easiest course of action is to

say nothing about it.

After all,

the risks may be too great.
Bower (1965) reports,
Over the years, my discussions with executives frequently
produce statements such as these: "They don't want new ideas
around here;" and "I am not going to stick my neck out by
suggesting something like that" (p. 171).
It has been shown that top management executives are often
amazed at how management consultants, who are brought in, can draw
worthwhile ideas from down-the-line executives, when top management
has difficulty doing so.

Part of the reason, 'we are told, is

related to fear of criticism.

The management consultant, who

occupies an independent, objective, and non-authoritarian role,
automatically indicates to organizational people, that ideas can
be expressed without fear of criticism or ridicule.

He alleviates

the fear that new ideas may in some way adversely affect an
employee's career in the organization.
Organizations which intend to draw out the best ideas
from its personnel, must create a climate that encourages freedom
of expression.

A functional way of achieving this is by the
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conscious suspension of unwarranted or unreasonable criticism of
new Ideas.
3.

Feeling of Futility— The individual who has conceived an

idea will not give it birth if he feels— on the basis of his past
experience or that of others— that his brainchild will be ignored or
permitted to die from lack of nourishment.

If a person has overcome

both inertia and fear of criticism to give birth to an idea, he
wants something to happen; if either his past personal or vicarious
experience convinces him that

nothing will happen, he takesthe easy

course of letting the idea die before

it is even expressed.

A person who is realistic about things knows that his idea
may not be new or earth-shattering.
applicable, suitable or timely.
to be overcome, he expects at

He realizes that it may not be

But if the feeling of futility is
least a reaction, even if therecan

be no action on the idea.
Reasonable innovators are satisfied with reasonable
explanations of why their ideas cannot be acted on at all or cannot
be acted on at that particular time.

If administration merely

recognizes the effort that has been made and expresses appreciation
for the idea, the creator will at least overcome the feelings of
futility.
4.

Lack of Early Attention— Many ideas die shortly after

they are born because they fail to get a sponsor or they get lost
in the process of transmittal.

A person gives birth to an idea by

telling someone else about it.

Now, the receiver of the idea

(usually a superior) is faced with several options with regard to
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dealing with the idea.

Bower (1965, p. 172) suggests these options:

a.

Place less value on it than on several related ideas
of his own.

b.

Continue to be so busy with routine activities and
not take time to give the idea fair consideration.

c. Conclude that the idea is worthless and not worth
any action upon it.
d.

Decide the idea has value, but not be sure what course
of action to follow.

e.

Determine that the idea cannot be acted upon for some
time.

f. Decide that the idea has sufficient value to give it
a high priority and take action upon it immediately.
Unless the receiver makes the last of the possible
decisions, the idea is likely to get lost and be forgotten— perhaps
by both parties.

So unless the originator of the idea continues to

be its sponsor or the receiver of the idea becomes its sponsor, the
organization takes no action and the value of the idea is lost.
The least the receiver can do is to tell the person what the
decision on the idea is and why.

Although it may at first disappoint

the originator if the idea is not implemented, at least he may feel
free co keep trying.
Bower (1965) says,
The realities of an organization inherently provide a cruel
climate for an idea at birth and, as a consequence, most ideas
expire through neglect, inattention, and lack of sponsorship
(p. 173).
In the educational field, Calvin W. Taylor (1972, p. 8)
lists twelve Golden Rules on How to Kill Creativity.

The list has

broad implications and are useful to administrators in all organiza
tions.
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1.

Assume there is only one academic (or intelligence)
type of talent.

2.

As science teachers, ignore scientific research
results about creative talents.

3.

Teach the best and shoot the rest!

4.

Keep doing what was done to your ideas— and even
do it more.

5.

Be very human— react quickly and negatively to new
ideas.

6.

If you don't understand it, oppose it!

7.

Keep the rule going: "The more creative the idea,
the more likely in trouble."

8.

Have a deadly negative incentive system for creative
persons and ideas.

9.

Fail to try opportunities (which is better than to
try opportunities and maybe fail).

10.

Organize creatives in (under your controls)— or
organize them out.

11.

Design all possible features into organizations that
stifle or kill creativity.

12.

Jealously guard and keep prerogatives only to yourself
to plan, think, and create.

A Summary
Frank Barron (Taylor, 1972)

a notable educator and researcher

on creativity, once made a stunning statement.

Without doubt, it

expressesthe urgency of the matter with which

this study has endeav

ored to grapple.

He said:

"As I reflect upon people who have done

something that has truly reshaped the world, nearly all of them have
gotten outside of existing organizations to do so (p. 4).
Whether or not one agrees totally with Barron's statement,
its general credibility is established by research.

One only needs
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to read the writings of such authors as Sidney J. Pames, E. Paul
Torrance, Calvin W. Taylor, Alex F. Oxborn, and a host of others,
to know that the issue is not perfunctory.
Administrators of today and the future are advised by the
literature to deliberately develop strategies to enhance the Organi
zational climate for creativity.

Administration must take cognizance

of the negative factors which inhibit creativity and growth.

Calvin

Taylor (1972) summarizes the negative factors by saying:
The blocks to the integration of productive creativity
into organizational activity are the converse of the above
four factors: fear, restriction of communication, imposi
tion, and control. Managers who are distrustful, strategic,
impositional, and controlling tend to impede creativity within
the organization. An organizational development program that
wished to optimize creativity would focus upon barrier removal:
the reduction of the four restraining forces listed above.
Creativity is there; it grows; it nurtures itself. One cannot
produce creativity, only nurture it (pp. 31, 32).
Marvin Bower (1965, p. 173) summarizes in four points the
primary ways for an organization to positively create the climate
that is necessary for total productivity.
1.

Develop a fact-founded, objective approach to solving
problems and making decision.

2.

Separate long-range planning from short-term execution
whenever feasible.

3.

Foster a desire to improve and a dissatisfaction with
the status quo.

4.

Create a working atmosphere within the organization
that leads to freedom of expression and to openness
among people in their dealings with each other.

Essentially, the above suggested educational process, and
the implementation of a suitable creative environment, is contingent
upon the value that an organization and its sub-structure place upon
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the Individual.

Daniel E. Griffiths (1965, p. 17) informs us that

from a contemporary administrative perspective, good human relations
are absolutely essential in an effective organization; human rela
tions are built upon a firm foundation of mutual respect, goodwill,
and faith in the dignity and worth of human beings as individual
personalities.

The Historical Scope of the Creative Role of Members
in the Seventh-day Adventist Church
The current executive leader of the Seventh-day Adventist
Church, Elder R. H. Pierson, has said:
Presidents of conferences and institutions need to be released
more and more for spiritual leadership— they must become
examples of the quality people Jesus is waiting for; lay
administrators, especially in larger churches, should be
sought in order to provide pastors more time to prepare their
sermons; the goals of institutions must be carefully restudied;
the appropriate balance between institutionalism and
evangelism must be found; the total program of every conference
and institution should be screened, cutting to the bone every
thing that interferes with the top priorities of the Seventhday Adventist Church during this time of the delayed Advent
(Douglass, 1973).
Pierson encourages greater involvement of the laity in the
administrative process along with the development of a system which
releases the ministry for increased evangelism and intensive spiritual
leadership.

To understand this challenge fully, facts about the past

operation of the church in regards to creative change are brought
into focus.
A subsidiary study, included as appendix 3, presents a review
of church-related historical events and thouglit-cxpressions of church
members.

As a documented narrative it traces the evolving attitude

of the church toward the creative role of its members.
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The historical overview, then, reveals that the Seventh-day
Adventist Church was established largely through efforts of people
coming from many walks of life.

The appointed ministers worked

closely with non-ministerial church members in the formulation of
policies and programs.

As the church grew in numbers and in hier

archical structure, it is evident that the input of creative ideas
came less and less from the laity.

The ministry became the principal

body for policy-making, program design, and administrative authority.
Fundamentally, the church has presented itself as being
built upon the Reformational principle of the priesthood of all
believers.

Ellen G. White has counseled widely that the ministry

and laity must work hand-in-hand in reaching the objectives of the
church (see appendix 4, "Additional Support from E. G. White").
Historically, the church has been mindful of this openness to crea
tivity on the part of all members.

It is left with the descriptive

element of this study to identify the current posture of the church
against the backdrop of its historical philosophical stance.
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CHAPTER III
DESIGN OF THE STUDY

Typology
The basic model characterizing this study is descriptive.
It endeavored to describe systematically and factually, through
representative perceptions, the pattern of the current organiza
tional climate of the Seventh-day Adventist Church in Canada.

It

also assumed the nature of a "Case and Field" study as it researched
the background, current status, and environmental interactions of
the Seventh-day Adventist Church as an institution (Isaac and
Michael, 1971, p. 14}.

The Research Instrument
The Litwin-Stringer Improved Climate Questionnaire copy
righted in 1968 by the President and Fellows of Harvard University
was used to gather the data pertinent to the problem.
At the time (c. 1965) the Questionnaire was developed,
Professor Litwin was an assistant professor of Organizational
Behavior at Harvard University.

He had worked extensively under

Professor David C. McClellan, one of the pioneers and leaders in
the development of a research-based theory of human motivation.
Litwin's work on the Questionnaire was augmented by Robert A.
Stringer, Jr., a research assistant in Business Administration.

46
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The first stage in the development of the Questionnaire was
the collection of a sample of descriptive material about an organi
zation's internal environment.

Litwin and Stringer (1968, pp. 66,

67) report that an open-ended questionnaire was distributed to about
twenty-five managers and personnel specialists in several departments
of the General Electric Company and to about twenty men with exper
ience in other kinds of organizations.

The responses to the open-

ended questionnaire were analyzed to isolate specific items as
topics that could be used in a structural questionnaire.
The researchers constructed the categories based on eight
dimensions of climate.

The forty-four response items of this first

stage of questionnaire development were evaluated by three judges
of considerable experience in content analysis.

On the basis of

significant inter-judge agreement (46-85 percent), thirty-one items
were retained as valid to comprise the first Questionnaire which
ended up with seven dimensions.

The later and improved question

naire was made up of nine dimensions or scales and fifty response
items.

Inferential statistics were used to evaluate the consist

ency of the seven scale dimensions and to determine norms for the
scales and relationships between the scales and other aspects of
of organization structure and function.
intercorrelation

After analysis of scale

(highest intercorrelations .61 to .84) and the

evidence of certain unacceptable overlap, some revision of items
and rearrangement of items within the dimensions was necessary
which eventually produced the Improved Climate Questionnaire used in
this present study.
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Further measures of validity were applied using experimental
designs to establish validity as to (1) climate and organization
function, and (2) motivation and ideal climate.

Interpretation of

findings resulted in Litwin and Stringer (1968) claiming that:
The results regarding the relation of climate to the four
functional types of organizations are encouraging to the present
research. Variation in perceived climate within each organi
zational category is also considerable as revealed by the lack
of significant Analysis of Variance results (p. 71).
And:
The study demonstrates that the scales in the climate
questionnaire, used here to describe preferred or ideal cli
mate, are related to individual motivation in a meaningful
way. The subjects studied tended to prefer climates which
theory and research suggest will arouse (or sustain) their
dominant motives. In everyday language we can say that people
prefer climates which seem most likely to satisfy their needs
(pp. 75, 76).
The Improved Climate Questionnaire was designed to meet the
primary objectives to:
(a) reduce overlap among the climate scales; (b) increase the
conceptual and definitional clarity of the scales; and (c) add
new scales based on aspects of climate uncovered in the prelim
inary studies and in the experimental study (Litwin and Stringer,
1968, p. 80).
Tests of validity were replicated on a group of fifty-nine Masters
of Business Administration students and a group of forty-two man
agers from different companies.

The findings were generally con

sistent with earlier findings using the original questionnaire.
Field studies using the Improved Climate Questionnaire were
subsequently conducted in several operating business organizations.
Detailed statistics and profiles with discussion are presented in
the monograph

by Litwin and Stringer (1968, pp. 145-166).

McFarland (1970, p. 539) reports that Meyer originally
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developed and applied a questionnaire similar to the present LitwinStrlnger Improved Climate Questionnaire used in this study.

Meyer

applied the nine climate factors in two plants of the General
Electric Company.

One plant was under a relatively permissive

participative manager, and the other was managed by a more dominant,
authoritarian man.

McFarland (1970) says:

No great claims were made for this short study of only two
plants, but the differences on the studied dimensions were
clear. The democratically managed plant was unusually suc
cessful in relation to its competitors, while the other,
with only an average climate pattern, has been less success
ful compared to its competitors (p. 539).
The current literature in the field of democratic organi
zational climate generally supports the premise that certain climate
factors are essential in order to encourage creativity in the organi
zational framework.

Mars (1969) postulates a natural bridge between

democratic environment and openness for creativity.

He says:

Probably the most all-inclusive term for the kind of
climate needed is the word "democratic." Creativity has been
identified in the democratic type of organization more often
than in the authoritarian type. In the former, many persons
participate in communication, decision-making, and problem
solving, and everyone's inputs are valued. Such an atmosphere
is obviously conducive to creativity, for everyone is encour
aged to contribute fully to organizational processes. In the
authoritarian type of organization, with decisions made at
the top and enforced below, creativity withers because manage
ment recognizes and values only its own ideas (p. 23).
It is because the Litwin-Stringer Improved Climate Question
naire encompasses the major elements affecting democratic organi
zational climate that it is used to draw out the leading church
members' perceptions of the organizational environment.

Chapter V

of this study then applies these perceptions to the subject of
creativity and draws conclusions and makes recommendations accordingly.
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Two other options were found as possibilities for use in
this study of organizational climate.

Andrew W. Halpin and Don B.

Croft (1962) conducted a study pursuant to a contract with the
United States Office of Education.

Their Organizational Climate

Description Questionnaire had similar components as the LitwinStringer model, but because its questions were isolated to issues
affecting the relationship between teachers and principals in ele
mentary schools, it was considered not adequate for meeting the
needs of this more general present study.
Likert and Likert (1976) have done a great deal of work in
the area of organizational climate assessment.

Both the short and

the longer forms of the Profile of Organizational Characteristics
measurement instrument were considered for use in this research.
However, since the objective of the instrument is to describe the
nature of "different management systems" (p. 329), and because of
its sophisticated style and language, it was considered less desir
able.

It was decided that the general leading membership of the

church would respond most freely to the Litwin-Stringer instrument.
In this study, a cover-sheet accompanying the Litwin-Stringer
Improved Climate Questionnaire explained the terms used in the instru
ment so that, without changing the instrument itself, the subjects
were able to adapt the items to the unique environment of the church
organization.
The questionnaire consisted of nine factor-sections which,
according to Litwin and Stringer (1968), compose organizational
climate (see appendix 2).

The factors correlated with the
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alphabetical and numerical designations In the Instrument were as
follows:
1.

A—1 to A-8— structure

2.

B-l to B-7— responsibility

3.

C-l to C-6— reward

4.

D-l to D-5— risk

5.

E-l to E-5— warmth

6.

F-l to F-5— support

7.

G-l to G-6— standards

8.

H-l to H-4— conflict

9.

1-1 to 1-4— identity

Each section consisted of several statements to which the
subjects were asked to respond on a Likert-type scale of strongly
agree, agree, disagree, and strongly disagree.
requested was:

Other information

(1) the area in Canada corresponding to the local

conference territories in which the respondents reside; (2) the
status of the respondents as to clergy or laity.
A section for additional comments was provided at the end
of the instrument.

The Population and Sample
The Canadian local conference directories for 1977 listed
3,051 local church officers, pastors, and conference executive per
sonnel.

Each entry was assigned a sequential number so that a ran

dom sample was drawn from the population pool.

These names com

prised the group identified in this study as the leading church
members.

The leading laity were the elected church officers as
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Indicated in the Provincial conference directories.

The ministers

were regarded as leading church members by virtue of their appoint
ment to church leadership roles by conference executive bodies.
Using tables of random digits (Glass and Stanley, 1970, pp.
510-512 and Leedy, 1974, pp. 95, 96), a sample of 634 names were
chosen.

Table 1 tabulates the relationship of the number of question

naires sent out to the number returned overall and by conference.

Of

the 634 original instruments, 353 were returned in usable form, which
indicates a return percentage of .56.

There were 30 of the 353

questionnaires which were indicated as filled out by members of the
clergy.
A higher percentage of returns was originally expected, how
ever, the following factors may have entered into the reasons for
the lower level of returns.
1.

The timing was less than ideal in that late April and

May is the time when many Canadians are busy in gardening and in
agriculture.
2.

There is some evidence that the questionnaire was too

difficult for some who could not understand the ideas and concepts
inherent in the study.
3.

Some church members maintain a passive attitude toward

church-related matters.
It should be noted that the level of response (table 1)

was

generally consistent within 5 percent except for Quebec and the
Maritimes. Quebec doutless reflects the language difference, and
the Maritimes may reflect the same, along with lower levels of edu
cational opportunity.
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TABLE 1
RELATIONSHIPS OF POPULATION, SAMPLE AND RETURNS

Conference

N

P

N
Random
Selected

Propor
tion of
Sample to
Population

*Actual
Sample

N Ret'd.

Propor
tion of
Returned
to Sample

Proportion
of Returned
to Population
Pool

Alberta

671

127

.19

122

73

.60

.11

B. C.

751

178

.23

176

101

.57

.13

Man-Sask.

442

99

.22

95

49

.53

.11

Maritime

203

40

.18

40

20

.50

.10

Nfld.

59

16

.27

16

9

.56

.15

Ontario

799

165

.21

165

90

.55

.11

Quebec

126

22

.18

20

9

.45

.07

.56

.12

Unknown
Canada

2
3,051

647

.21

634

353

*Actual sample reflects the number random selected less the number returned but unusable by
reason of (1) wrong address, (2) moved, (3) refused to fill out the questionnaire.
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Method of Distribution
The questionnaire was sent out directly by mail to the
selected sample of 634.

Included was a letter of transmittal (see

appendix 1) and a stamped return envelope.

Each return envelope was

coded to a master-list so that responses returned were recorded to
avoid sending the follow-up letter to those who had responded.

A

follow-up letter was sent out, approximately two weeks after the
original mail-out, which was to remind the subjects to fill out and
return the questionnaire.

Analysis Procedure
Arithmetic tabulations, percentages, and analyses of the
data were generated and analyzed by computer program.

A distribu

tion for each item and for each conference was produced.

It should

be noted by the reader that in some cases the distributions show an
error of one-tenth of one percent.

This reflects the actual rounding-

off of integers done by the computer.

No attempt was made by the

researcher to manipulate the figures to make column totals exactly
100 percent.
Agreement or disagreement with each statement presented in
the questionnaire, was determined by calculating the percentage
response in each of the four response options.

To facilitate

reporting the data, the two agree and disagree categories on each
side of the scale were collapsed into single categories.

For the

purposes of this study only agreement or disagreement was required.
Degrees of each were not considered essential.

Two levels in each

category were offered only to assist respondents in making a decision.
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Distributions for laymen
were provided.

and clergy on the national scale

Each factor-section was analyzed to plot a composite

profile of the perceived pattern of the factors in the organizational
climate.
To obtain the profile data, each item of each factor-section
was assessed to indicate whether agreement or disagreement means a
positive orientation to the presence of the factor in the organiza
tional climate.

Disagreement responses in many instances did indi

cate a positive orientation as to the perceived presence of a given
factor.

Table 2 tabulates the agreement-positive and the disagreement-

positive statements in each factor-section.

Values of 1, 2, 3, and 4

TABLE 2
ORIENTATION OF QUESTIONNAIRE STATEMENTS
TO CLIMATE FACTORS
Factor
Section

Agreement-Positive
Statements

Disagreement-positive
Statements

A— Structure

A-l, A-3, A-5

A-2, A-4, A-6,
A-7, A-8

B— Responsibility

B-2, B-3, B-4, B-5

B-l, B-6, B-7

C— Reward

c-i, C-2, C-3

C-4, C-5, C-6

D— Risk

D-2, D-4, D-5

D-l, D-3

E— Warmth

E-l, E-2, E-5

E-3, D-4

F— Support

F-2, F-4, F-5

F-l, F-3

G— Standards

G-l, G-2, G-3

G-4, G-5, G-6

H— Conflict

H-2, H-3

H-l, H-4

I— Identity

1-1, 1-2

1-3, 1-4
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in the disagreement-positive orientations were assigned to strongly
disagree, disagree, agree, and strongly agree categories respectively.
The individual's score on the questionnaire was computed as the arith
metical sum of his responses to the positively and negatively worded
items.

On this basis, the perceived orientation of each factor in

the organizational climate of the Seventh-day Adventist Church in
Canada was indicated.

Douglas S. Holmes (1976) developed a similar

questionnaire to which the same method of analysis was applied.

Summary
The instrument used in this study was the Litwin-Stringer
Improved Climate Questionnaire (Litwin and Stringer, 1968, pp. 204207).

Permission to use the questionnaire was granted by letter

from the Harvard University Press, dated August 10, 1976.

The

instrument was used without change because it was considered most
appropriate and usable.

It was decided to build this study upon an

already proven instrument.

For additional validation information of

the questionnaire see Litwin and Stringer (1968, pp. 66-92).
The population pool was constituted of the names and
addresses of 3,051 church officers and ministers of the Seventh-day
Adventist Church in Canada.

From this, a randomized sample of 634

was drawn to whom the questionnaire was sent.
Analysis chosen for this study was the computation of the
simple data to produce simple arithetic tabulations.

The choice

was made on the basis that the nature of this study required that
it be of practical value to the general membership of the church.
Sanford (1973, pp. 270-297) discusses in detail the use of
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attitude surveys.

He suggests that the type of analysis used and

the presentation of data "are important considerations, because
the data must be understood by the people who are to use them" (p.
288).

He goes on to say that the primary criterion for deciding

upon the method of analysis to be used and the form of presentation
should be the one which provides the most insight into attitudes and
which can be easily understood by everyone in the organization.
To be of value, the data must be used, and few people are
likely to have much faith in the data analyzed by proced
ures that they do not understand. Experience indicates that
sometimes even knowledgeable managers have difficulty under
standing relatively simple statistical analysis; therefore,
simplicity in analysis and presentation seems to be the best
course of action to take (pp. 288, 289).
As a non-experimental descriptive study, inferential statis
tics were not used because the hypotheses were supported or not sup
ported by observation— through percentages and averages.

The

rationale for such a straightforward approach in presentation, lay
in the judgment that simple arithmetic tabulations were deemed to
be more appropriate and of the most practical value for the general
membership of the church who might consult this study.
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CHAPTER IV
ANALYSIS OF THE DATA AND STATEMENT OF FINDINGS

This chapter contains tabular descriptions of the treatment
of the data and a report of the findings of the study.

It is organ

ized so that each of the fifty statements of the questionnaire are
dealt with separately.

Each of the nine organizational climate

factors are summarized and a section is included for discussion with
respect to each respective hypothesis.

Criteria for the Development of
the Patterned Profile
To consistently and systematically interpret the data, a
discrete demarcation must be made between the positive and negative
orientations as perceived by the respondents.

In plotting the pro

file it was decided to use an index chart with 50 being the line of
distinction between positive and negative orientations.

On the ordi

nate axis of the index chart, with 100 units corresponding to per
centage points, 0 - 49.9 register the variables on the abscissa as
negative; 50.0 - 100 indicate a positive orientation (see figure 1).
In his discussion of attitude survey reporting, Sanford (1973, p.
291) illustrates the use of an attitude survey profile on the basis
of simple percentage computations.
When the positive perceptions of the respondents, due to
undetermined non-responses, was not sufficiently greater than the
58
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negative perceptions to exceed the criterion line (50), it was judged
that the weight of the approximating negative perceptions, along with
the short-fall level of the positive perceptions is evidence that the
orientation must be judged as negatively oriented (see figure 2).
In plotting the profile, only the positive orientations were
used inasmuch as the object of the study was to make recommendations
on the basis of the perceived presence of each climate factor.

The

profile is not intended to indicate discrete levels of the climate
factors, but rather to present a visual comparison of the orienta
tions, so that appropriate discussion can be advanced as to which
factors are high and which are low.

In this way it can be determined,

along with other research findings, which factors need emphasis in
the organizational climate, and which factors need de-emphasis in
order to enhance creativity.
McFarland (1970) illustrates the application of high and low
assessments in the field of motivational research.
Morale is frequently described as being high or low. This
implies that morale exists in varying degrees and that it may
change from time to time. There may be discerned a company-wide
state of morale, or morale may differ from one subunit to the
next. But some degree of morale is always present, and we
customarily denote this by a continuum ranging from low to high.
High morale exists when employee attitudes are favorable toward
their job, their company, and their fellow workers— favorable to
the total situation of the group and to the attainment of its
objective. Low morale exists when attitudes inhibit the will
ingness and ability of organization members to attain company
objectives (pp. 513, 514).
To minimize the non-response bias as a major factor affecting
the basic profile analysis, another application of the data is
presented.

Figure 3 places both the negative and positive data

orientations together on reversed ordinates.

Note that a possible
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range is indicated wherein the non-responses are located.

One can

observe that for high-low comparison of the factor orientations, the
basic orientation of the factors exists by ranges in relatively the
same configuration as the positive orientations indicate alone.
Figure 1 shows factors A— structure, C— reward, E— warmth,
F— support, G— standards, and I— identity as moderate to high (posi
tive) with B— responsibility, D— risk, and H— conflict as moderately
low (negative).

Figure 3 shows ranges A— structure, C— reward, E—

warmth, F— support, G— standards, and I— identity as high in the
sense of clearing the index line while B— responsibility, D— risk,
and H— conflict have not cleared the index line or are predominantly
below.
Figure 2 demonstrates factor-columns structure, reward, warmth,
support, standards, and identity as being above 50 percent while res
ponsibility, risk, and conflict are below the 50 percent index line.
Figures 1 to 3 demonstrate congruence.

Statement of Findings
Structure
Statement A-l.

The jobs in this organization are clearly

defined and logically structured.
The instruction sheet covering the instrument clarified the
usage of the term "jobs."

It stated:

when the term "jobs" is used,

consider it to be a reference to your participation in church life,
whether as an employee or as a volunteer participant in churchrelated activities.
Table 3 shows the percentage and numerical distributions of
responses to A-l.

The percentages of responses in the agree
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categories (83 percent) is decidedly greater than responses in the
disagree categories (15.9 percent).

Respondents in all conferences

have responded with agreement above the 75 percent level indicating
a certain unanimity of perception across Canada on this item.

TABLE 3
STATEMENT A-l RESPONSES BY CONFERENCE AND FOR CANADA

Disagree
No.
%

No Response
No.
%

Conference

Agree
No.
%

Alberta

63

86.3

9

12.4

1

1.4

B. C.

87

86.1

13

12.9

1

1.0

Man-Sask.

41

83.7

8

16.3

0

0

Maritimes

17

85.0

2

10.0

1

5.0

7

77.8

2

22.2

0

0

69

76.7

20

22.2

1

1.1

Quebec

7

77.7

2

22.2

0

0

Unknown

2

100.0

0

0

0

0

293

83.0

56

15.9

4

1.1

Newfoundland
Ontario

Canada

Statement A-2.

In this Organization it is sometimes unclear

who has the formal authority to make a decision.
Responses to statement A-2 indicate marginal clustering in
the direction of disagreement (51.6 percent) as opposed to agreement
(45.6 percent).

Table 4 reveals that scarcely 50 percent of the sur

veyed church members in Canada perceive, with clarity, who has the
formal authority to make decisions in the organization.

Alberta,

British Columbia, the Maritimes and Newfoundland indicate 55 percent
or better clarity on the item, whereas Manitoba-Saskatchcwan, Ontario
and Quebec demonstrate, by agreement, greater ambiguity on the issue
at levels above 50 percent.
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TABLE 4
STATEMENT A-2 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

32

43.8

41

56.2

0

0

B. C.

42

41.6

55

54.4

4

4.0

Man-Sask.

26

53.0

21

42.8

2

4.1

Maritimes

8

40.0

11

55.0

1

5.0

Newfoundland

3

33.3

5

55.5

1

11.1

45

50.0

43

47.8

2

2.2

Quebec

5

55.5

4

44.4

0

0

Unknown

0

0

2

100.0

0

0

161

45.6

182

51.6

10

2.8

Ontario

Canada

Statement A-3 .

Disagree
No.
%

No Response
No.
%

The: policies and organization structure of

the Organization have been clearly explained •
Table 5 shows that the majority of Seventh- day Adventists in
Canada who responded ,
agree (72.5 percent) that the policies and organizational structure of the church have been clearly explained.
table shows 26.3 percent in disagreement

Quebec is the only confer-

encc which indicates a larger percentage in disagreement
cent) than in agreement (44.4 percent).

The

(55.5 per

It appears that Alberta

(82.2 percent) has most successfully communicated this matter among
the membership, rising
Statement A-4.

10 percentage points above the Canadian average.
Red-tape is kept

to a minimum in this

Organization.
Table 6 presents the fact that 74 percent of the surveyed
sample agree with statement A-4.

Newfoundland (100.0 percent), the
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TABLE 5
STATEMENT A-3 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

60

82.2

13

17.8

0

0

B. C.

74

73.3

25

24.8

2

2.0

Man-Sask.

35

71.4

14

28.5

0

0

Maritimes

14

70.0

4

20.0

2

10.0

6

66.7

3

33.3

0

0

61

67.8

29

32.3

0

0

Quebec

4

44.4

5

55.5

0

0

Unknown

2

100.0

0

0

0

0

256

72.5

93

26.3

4

1.1

Newfoundland
Ontario

Canada

Disagree
No.
%

No Response
No.
%

Maritimes (85.0 percent) and Manitoba-Saskatchewan (81.7 percent)
show high scores above 80 percent in agreement.

Alberta and British

Columbia responded in agreement near 75 percent with Ontario (64.5
percent) and Quebec (55.5 percent) showing less positive affirm
ation of the item.

In that order, there is revealed a tendency in

the latter conferences to maximize "red-tape" procedures in the
organization.
Statement A-5.

Excessive rules, administrative details, and

red-tape make it difficult for new and original ideas to receive con
sideration.
Responses to statement A-5 are much in harmony with responses
to statement A-4.
item (see table 7).

Of the respondents 63.7 percent disagree with the
Although the percentage level is slightly lower,

the reversed-parallel nature of the statements A-4 and A-5 indicates
that the respondents were careful in their reactions.

The one
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TABLE 6
STATEMENT A 4 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

55

75.3

18

24.6

0

0

B. C.

75

74.3

25

24.8

1

1.0

Man-Sask.

40

81.7

8

16.3

1

2.0

Maritimes

17

85.0

3

15.0

0

0

9

100.0

0

0

0

0

58

64.5

29

32.3

3

3.3

Quebec

5

55.5

4

44.4

0

0

Unknown

2

100.0

0

0

0

0

261

74.0

87

24.6

5

1.4

Newfoundland
Ontario

Canada

Disagree
No.
%

No Response
No.
%

discrepancy is found in the Quebec responses, where the larger percentage were in agreement with both statements , A-4 and A-5.

It

might be noted that since N==9, there may be an indication here that
no conclusions can justifiably be based on this discrepancy with
respect to Quebec.

The main point is that on the national basis

there is indicated a positive perception with respect to the upward
mobility of new and original ideas.

Statement A-6.

Our productivity sometimes suffers from lack

of organization and planning.
The instruction sheet dealt with the concept of productivity
as it relates to the church organization.

Statements relating to

productivity were to be interpreted as making reference to spiritual
growth, membership increase, church program success, etc.
Table 8 shows 69.7 percent of respondents in agreement with
the statement.

All conferences were in agreement at the approximate
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TABLE 7
STATEMENT A-5 RESPONSES BY’CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

30

41.1

41

56.1

2

2.7

B. C.

24

23.7

73

72.3

4

4.0

Man-Sask.

18

36.7

31

63.3

0

0

Maritimes

4

20.0

15

75.0

1

5.0

Newfoundland

1

11.1

8

88.9

0

0

32

35.5

54

60.0

4

4.4

Quebec

7

77.8

2

22.2

0

0

Unknown

0

0

1

50.0

1

50.0

116

32.9

225

63.7

12

3.4

Ontario

Canada

Disagree
No.
%

same level except for Quebec (55.5 percent).

No Response
No.
%

This data would indi-

cate that the majority of Seventh-day Adventist church members sur
veyed in Canada feel that the church's productivity is inhibited by
a lack of organizational planning.

Statement A-7 .

In some of the projects I've been on, I

haven't been sure exactly who my boss was.
The majority (68.5 percent) of Canadian Seventh-day Adven
tists who responded disagree with statement A-7 (see table 9).

Only

27.5 percent feel that on projects they've been on they haven't been
sure who their boss was.

Alberta (72.6 percent), British Columbia

(72.3 percent), the Maritimes (75.0 percent) and Newfoundland (88.9
percent) disagree at the highest level.

Manitoba-Saskatchewan (59.2

percent) and Ontario (65.5 percent) demonstrate greater ambivalence
with respect to statement A-7.
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TABLE 8
STATEMENT A-6 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

54

74.0

18

24.6

1

1.4

B. C.

66

65.3

33

32.7

2

2.0

Man-Sask.

32

65.3

16

32.6

1

2.0

Maritimes

15

75.0

5

25.0

0

0

7

77.8

2

22.2

0

0

66

73.4

21

23.3

3

3.3

Quebec

5

55.5

4

44.4

0

0

Unknown

1

50.0

0

0

1

50.0

246

69.7

99

28.0

8

2.3

Newfoundland
Ontario

Canada

Disagree
No.
%

No Response
No.
%

TABLE 9
STATEMENT A-7 RESPONSES BY CONFERENCE AND FOR CANADA

Agree
No.
%

Alberta

20

27.4

53

72.6

0

0

B. C.

26

25.7

73

72.3

2

2.0

Man-Sask.

16

32.7

29

59.2

4

8.2

Maritimes

4

20.0

15

75.0

1

5.0

Newfoundland

1

11.1

8

88.9

0

0

26

28.9

59

65.5

5

5.6

Quebec

4

44.4

4

44.4

1

11.1

Unknown

0

0

1

50.0

1

50.0

97

27.5

242

68.5

14

4.0

Ontario

Canada

Disagree
No.
%

No Response
No.
%

Conference

Quebec remains undetermined with the same percentage (44.4 percent)
both in agreement and disagreement.
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Statement A-8.

Our management isn't so concerned about for

mal organization and authority, but concentrates instead on getting
the right people together to do the job.
Reference is made on the explanation sheet over the question
naire as to the interpretation of the term "management."

It was to

indicate the sphere and personnel of church life that have the immed
iate responsibility over the subject's position in the church; e.g.,
elders, pastors, conference officers, etc.
Table 10 shows that there is no clear margin in either
direction with reference to statement A-8.
parallel in every conference.

The pattern is almost

Ontario (57.8 percent) and Quebec

(55.5 percent) are the only two conferences that even pass the 50
percent line in agreement with the statement.

There also were a

larger number (15)in the no-response category.
TABLE 10
STATEMENT A-8 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

33

45.2

35

47.9

5

6.8

B. C.

48

47.6

48

47.5

5

5.0

Man-Sask.

24

49.0

23

46.9

2

4.1

Maritimes

10

50.0

10

50.0

0

0

4

44.4

5

55.6

0

0

52

57.8

36

38.9

2

3.3

Quebec

5

55.5

4

44.4

0

0

Unknown

0

0

1

50.0

1

50.0

176

49.8

162

45.9

15

4.2

Newfoundland
Ontario

Canada

Disagree
No.
%

No Response
No.
%
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Orientation of the Structure Factor in the
Organizational Climate
Table 11 indicates that 56 percent of the responses to the
structure statements are in positive orientation toward the estab
lishment of that factor in the perceived pattern of organizational
climate.
items.

Nearly 10 percentage points are lost due to no-response
However, the ratio of the actual positive-negative responses

is 117:201 or 1:1.7.

TABLE 11
SUMMARY OF STRUCTURE FACTOR AS TO POSITIVE AND NEGATIVE
RELATIONSHIP TO THE ORGANIZATIONAL CLIMATE

Conference

Positive
No.
%

Negative
No.
%

Alberta

45

61.7

23

31.5

5

6.8

B. C.

62

61.4

31

30.7

8

7.9

Man-Sask.

25

51.0

17

34.7

7

14.3

Maritimes

12

60.0

6

30.0

2

10.0

6

66.7

2

22.2

1

11.1

45

50.0

35

38.9

10

11.1

Quebec

5

55.5

3

33.3

1

11.1

Unknown

1

50.0

0

0

1

50.0

201

57.0

117

33.2

35

9.9

Newfoundland
Ontario

Canada

No Response
No.
%

Discussion of Hypothesis 1
The data obtained in the statement analyses under the heading
"structure", along with the orientation statement of findings, do
support the hypothesis:

the majority of respondents will determine

the structure factor to be positively oriented in the perceived pat
tern of the organizational climate.
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The majority of responding Canadians feel that the church
organization has defined and logically structured the work assign
ments in the church.

They also show, at least marginally, that the

organization has indicated to them who has the formal authority to
make decisions.

Church policies and organization structure have

been explained to the church membership.

Red-tape aspects of organi

zational structure have been kept to a minimum and the respondents
have suggested that it is not difficult, by reason of excessive rules
and administrative details, for new and original ideas to receive
consideration.
Analysis of statement A-6 indicates that although the struc
ture factor is generally present in the organizational climate, there
is still a need for more effective planning in order to enhance the
church's productivity.

The respondents have indicated, by majority,

that on church projects in which they have participated, who the boss
was has been established.
The one aspect of this study so far which demonstrates ambi
guity is in the matter of the subject's responses to their perceptions
as to management's use of authority and effective utilization of per
sonnel in accomplishing church work.

Since the agreement level with

statement A-8 is below the 50 percent line it would appear there is
general doubt about management's effectiveness about getting the
right people to do church work, and that there is a tendency toward
emphasis on formal organization and authority.
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Responsibility
Statement B-l.

We don't rely too heavily on individual judg

ment in this Organization; almost everything is double-checked.
Data as recorded in Table 12 does not give a clear indication
of the perceptions of the subjects about statement B-l.

A larger

percentage (49.8 percent) agree than disagree (45.9 percent).

How

ever, since the percentage is less than 50 percent it can only be said
with reservation that the majority of respondents agree that individ
ual judgment is not relied upon in the organizational setting.

Ontario

(57.8 percent) and Quebec (55.5 percnet) are the two areas that indi
cate a more definite certainty about the statement.

Alberta (47.9

percent) and Newfoundland (55.6 percent) are the two areas that have
a plurality of those who are in disagreement with the statement, thus
indicating that individual judgment is regarded with a degree of
esteem above the contrary.

TABLE 12
STATEMENT B-l RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

33

45.2

35

47.9

5

6.8

B. C.

48

47.6

48

47.5

5

5.0

Man-Sask.

24

49.0

23

46.9

2

4.1

Maritimes

10

50.0

10

50.0

0

0

4

44.4

5

55.6

0

0

52

57.8

36

40.0

2

2.2

Quebec

5

55.5

4

44.4

0

0

Unknown

0

0

1

50.0

1

50.0

176

49.8

162

45.9

15

4.2

Newfoundland
Ontario

Canada

Disagree
No.
%

No Response
No.
%
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Statement B-2.

Around here management resents your checking

everything with them; if you think you've got the right approach,
you just go ahead.
Table 13 shows that a clear majority (75.6 percent) of the
respondents are in disagreement with statement B-2.

Except for Quebec

(55.5 percent) all other conferences indicate disagreement up to or
above 70 percent.

This statement would mean that the majority of

those surveyed perceive church management people as not minding
checking with them on approaches taken in church matters and that
it is not generally the policy for members to go ahead if they think
they have the right approach.

Perceptions indicate that it is better

to check with management first.

TABLE 13
STATEMENT B-2 RESPONSES BY CONFERENCE AND FOR CANADA

Disagree
No,
%

No Response
No.
%

Conference

Agree
No.
%

Alberta

14

19.1

58

69.5

1

1.4

B. C.

23

22.8

73

72.3

5

5.0

Man-Sask.

12

24.4

34

69.4

3

6.1

Maritimes

2

10.0

18

90.0

0

0

Newfoundland

2

22.2

7

77.7

0

0

16

17.8

71

78.8

3

3.3

Quebec

4

44.4

5

55.5

0

0

Unknown

0

0

1

50.0

1

50.0

Canada

73

20.6

267

75.6

13

3.7

Ontario
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Statement B-3.

Supervision in this Organization is mainly

a matter of setting guidelines for your subordinates; you let them
take responsibility for the job.
Two-thirds (66.0 percent) of those surveyed (Table 14) agree
with statement B-3.

All areas have responded similarly.

This would

indicate that in this case the perception exists that organizational
supervision consists mainly of setting guidelines for activity, with
allowance made for individuals to take responsibility for the accom
plishment of the jobs.

TABLE 14
STATEMENT B-3 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

43

58.9

27

37.0

3

4.1

B. C.

74

73.3

22

21.8

5

5.0

Man-Sask.

38

77.5

6

12.2

5

10.2

Maritimes

12

60.0

6

30.0

2

10.0

5

55.6

3

33.3

1

11.1

55

61.1

30

33.3

5

5.6

Quebec

5

55.5

4

44.4

0

0

Unknown

1

50.0

0

0

1

50.0

233

66.0

98

27.8

22

6.2

Newfoundland
Ontario

Canada

Statement B-4.

Disagree
No.
%

No Response
No.
%

You won' t get ahead in this organization

unless you stick your neck out and try things on your own sometimes.
Table 15 shows that nearly two-thirds (61.8 percent) of those
surveyed disagree with statement B-4.

This would imply that the

majority perceive the organizational climate as the type that does
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not require individual risk-responsibility in order to achieve higher
goals.

Getting ahead would be more related to following the organi

zational pattern (conformity) than by divergence.

All areas responded

at approximately the same level (60+- percent) except Ontario (56.6
percent) and Quebec (44.4 percent).

TABLE 15
STATEMENT B-4 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

22

30.1

49

67.1

2

2.7

B. C.

33

32.6

64

63.4

4

4.0

Man-Sask.

18

36.7

30

61.3

1

2.0

Maritimes

6

30.0

13

65.0

1

5.0

Newfoundland

3

33.3

6

66.6

0

0

30

33.4

51

56.6

9

10.0

Quebec

5

55.5

4

44.4

0

0

Unknown

0

0

1

50.0

1

50.0

117

33.1

218

61.8

18

5.1

Ontario

Canada

Statement B-5.

Disagree
No.
%

No :
Response
No
%

Our philosophy emphasizes that people should

solve their problems by themselves.
A definite majority (74.8 percent) disagree (table 16).

The

level of disagreement is quite consistent across Canada— around 70
percent or more.

This data would suggest that individual responsi

bility is minimized in the organizational climate whereas team or
group responsibility is paramount.
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TABLE 16
STATEMENT B-5 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

16

21.9

54

74.0

3

4.1

B. C.

20

19.9

77

76.2

4

4.0

Man-Sask.

14

28.6

35

71.4

0

0

Maritimes

2

10.0

17

85.0

1

5.0

Newfoundland

2

22.2

7

77.7

0

0

18

20.0

67

74.4

5

5.6

Quebec

3

33.3

6

66.6

0

0

Unknown

0

0

1

50.0

1

50.0

75

21.3

264

74.8

14

4.0

Ontario

Canada

Statement B-6.

Disagree
No.
%

No Response
No.
%

There are an awful lot of excuses around here

when somebody makes a mistake.
Table 17 reveals that the overall response to statement B-6
is. disagreement (55.3 percent).

In the case of mistakes being made

it appears that the majority of those

surveyed perceive that church

members

errors.

take responsibility for those

Alberta (52.1 percent)

is in agreement with the statement along with Quebec (66.6 percent).
The Maritimes (75.0 percent) are most strongly in disagreement.
Statement B-7.

One of the problems in this Organization is

that individuals won't take responsibility.
Of those surveyed (353) there
to this statement.

were eight who did not respond

However, 61.2 percent of the sample were in agree

ment with statement B-7 (table 18).

The respondents, by majority,

indicate that a problem in the church organization is the unwilling
ness of many to take responsibility in church-related activities.
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TABLE 17
STATEMENT B-6 RESPONSES BY CONFERENCE AND FOR CANADA

Agree
No.
%

Alberta

38

52.1

32

43.9

3

4.1

B. C.

35

34.7

63

62.3

3

3.0

Man-Sask.

22

44.9

25

51.0

2

4.1

Maritimes

3

15.0

15

75.0

2

10.0

Newfoundland

4

44.4

5

55.5

0

0

36

40.0

50

55.6

4

4.4

Quebec

6

66.6

3

33.3

0

0

Unknown

0

0

2

100.0

0

0

144

40.8

195

55.3

14

4.0

Ontario

Canada

Disagree
No.
%

No Response
No.
%

Conference

TABLE 18
STATEMENT B-7 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

48

65.8

24

32.9

1

1.4

B. C.

61

60.4

39

38.6

1

1.0

Man-Sask.

23

47.0

24

49.0

2

4.1

Maritimes

16

80.0

4

20.0

0

0

4

44.4

5

55.5

0

0

57

63.3

29

32.2

4

4.4

Quebec

7

77.7

2

22.2

0

0

Unknown

0

0

2

100.0

0

0

216

61.2

129

36.5

8

2.3

Newfoundland
Ontario

Canada

Disagree
No.
%

No Response
No.
%
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Orientation of the Responsibility Factor
in the Organizational Climate
Table 19 shows that the majority of respondents (47.9 per
cent) perceive the responsibility factor to be negatively oriented in
the organizational climate.

British Columbia (44.6 percent), Manitoba-

Saskatchewan (46.9 percent) and Quebec (55.6 percent) give a slightly
positive direction, yet the margin is limited and in the cases of
British Columbia and Manitoba-Saskatchewan, the indication is below
50 percent.

Alberta (54.8 percent), the Maritimes (55.0 percent),

Newfoundland (55.6 percent) and Ontario (55.5 percent) definitely
place the responsibility factor in negative orientation in the organ
izational climate.
TABLE 19
SUMMARY OF RESPONSIBILITY FACTOR AS TO POSITIVE AND NEGATIVE
RELATIONSHIP TO THE ORGANIZATIONAL CLIMATE

Conference

Positive
No.
%

Negative
No.
%

Alberta

23

31.5

40

54.8

10

13.7

B. C.

45

44.6

44

43.6

12

11.9

Man-Sask.

23

46.9

15

30.6

11

22.4

Maritimes

6

30.0

11

55.0

3

15.0

Newfoundland

3

33.3

5

55.6

1

11.1

28

31.1

50

55.5

12

13.3

Quebec

5

55.6

4

44.4

0

0

Unknown

1

50.0

0

0

1

50.0

134

37.9

169

47.9

50

14.2

Ontario

Canada

No Response
No.
%

Discussion of Hypothesis 2
The data obtained in the statement analyses under the heading
"responsibility," along with the positive—negative orientation
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of findings do support the hypothesis:

The majority of respondents

will determine the responsibility factor to be negatively oriented in
the perceived pattern of the organizational climate.
The greater percentage of those surveyed perceive that in the
church organization there is not a heavy reliance on individual judg
ment and that almost everything must be double-checked.

According to

the respondents there is the perception that management welcomes
routine checking with them before going ahead on projects.
Those surveyed indicated by majority that they saw supervision
in the organization as mainly a matter of setting guidelines for sub
ordinates; allowing them to take responsibility for the job.

The

following, statement B-4, undergirds the position that the organiza
tion does not emphasize personal responsibility as it related to
individual achievement.

It appears that getting ahead individually

is not related to "sticking your neck out," but rather to conformity
to the group's objectives.

Statement B-5 analysis further emphasizes

that point, since the greater majority of responses indicate that the
organizational climate philosophically emphasizes that people should
not solve their problems by themselves.
While respondents perceive that individual responsibility is
exercised when it comes to bearing consequences for errors, they also
saw that one of the problems in the organization was that individuals
won't take responsibility.

It appears that these two statements are

in conflict, but it should be noted that the first one alludes to an
ethic of responsibility for mistakes made, whereas the second would
indicate an open-endedness that would be applied to the matter of
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taking initiative in bearing responsibility in areas that are with
out ethical obligation.

Reward
Statement C-l. We have a promotion system here that helps
the best man to rise to the top.
Table 20 indicates that of those surveyed, a majority (50.9
percent) disagree with statement C-l.

This would say that there is

the perception in the direction that the church organization does
not have a promotion system that helps the best individual to rise
to the top.

The Maritimes (55.0 percent) and Newfoundland (66.7

percent) are at variance with the other conferences inasmuch as they
reveal agreement with the statement.

TABLE 20
STATEMENT C-l RESPONSES BY CONFERENCE AND FOR CANADA

Disagree
No.
%

No Response
No.
%

Conference

Agree
No.
%

Alberta

24

32.8

44

60.3

5

6.8

B. C.

41

40.6

55

54.4

5

5.0

Man-Sask.

22

44.9

22

44.9

5

10.2

Maritimes

11

55.0

6

30.0

3

15.0

6

66.7

3

33.3

0

0

38

42.2

44

48.9

8

8.9

Quebec

3

33.3

5

55.6

1

11.1

Unknown

1

50.0

1

50.0

0

0

146

41.4

180

50.9

27

7.6

Newfoundland
Ontario

Canada
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Statement C-2.

In this Organization the rewards and encour

agements you get usually outweigh the threats and the criticisms.
A clear majority (74.2 percent) of the Seventh-day Adventist
Church members surveyed, agree that the rewards and encouragements
one gets usually outweigh

the threats and criticism (see table 21).

The range of agreement is between 65 percent and 75 percent in all
conferences.
TABLE 21
STATEMENT C-2 RESPONSES BY CONFERENCE AND FOR CANADA

Disagree
No.
%

Conference

Agree
No.
%

Alberta

55

75.4

16

21.9

2

2.7

B. C.

80

79.2

19

18.8

2

2.0

Man-Sask.

34

69.4

10

20.4

5

10.2

Maritimes

14

70.0

5

25.0

1

5.0

6

66 .6

3

33.3

0

0

66

73.3

19

21.2

5

5.6

Quebec

6

66.6

3

33.3

0

0

Unknown

1

50.0

1

50.0

0

0

262

74.2

76

21.5

15

4.2

Newfoundland
Ontario

Canada

Statement C-3.

No Response
No.
%

In this Organization people are rewarded in

proportion to the excellence of their job performance.
Table 22 indicates a minimal margin of disagreement (46.2 per
cent with statement C-3 as opposed to agreement (45.6 percent).
There were an unusually high number of "no responses" (29).
a great deal of disparity throughout the conference areas.

There is
Alberta

(58.9 percent), the Maritimes (60.0 percent) and Quebec (55.5 percent)
were in disagreement, while British Columbia (54.5 percent), Manitoba-
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Saskatchewan (49.0 percent), Newfoundland (55.5 percent), and Ontario
(46.7 percent) were in agreement with the statement.

The data does

not give a decisive position but the direction is set toward the idea
that the church organization in Canada does not reward people in pro
portion to the excellence of their job performance.

TABLE 22
STATEMENT C-3 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

24

32.8

43

58.9

6

8.2

B. C.

55

54.5

41

40.6

5

5.0

Man-Sask.

24

49.0

19

38.8

6

12.2

Maritimes

7

35.0

12

60.0

1

5.0

Newfoundland

5

55.5

4

44.4

0

0

42

46.7

38

42.3

10

11.1

Quebec

3

33.3

5

55.5

1

11.1

Unknown

1

50.0

1

50.0

0

0

161

45 .6

163

46.2

29

8.2

Ontario

Canada

Statement C-4

Disagree
No.
%

No Response
No.
%

There is a great deal of criticism in this

Organization.
A very narrow margin of responses were in disagreement with
statement C-4 (table 23).
percent.

The tabulation is 49.9 percent versus 47.3

Quebec (55. 5 percent), Newfoundland (66. 6 percent), and the

Maritimes (50. 0 percent) are the only conferences that support the
statement to any degree.

Even though the perceptions of the subjects

overall are not decisive, the direction is toward the idea that there
is not a great deal of criticism in the church organization.
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TABLE 23
STATEMENT C-4 RESPONSES BY CONFERENCE AND FOR CANADA

Disagree
No.
%

Conference

Agree
No.
%

Alberta

35

47.9

35

47.9

3

4.1

B. C.

49

48.6

51

50.5

1

1.0

Man-Sask.

19

38.8

27

55.1

3

6.1

Maritimes

10

50.0

10

50.0

0

0

6

66.6

3

33.3

0

0

43

47.7

44

48.9

3

3.3

Quebec

5

55.5

4

44.4

0

0

Unknown

0

0

2

100.0

0

0

167

47.3

176

49.9

10

2.8

Newfoundland
Ontario

Canada

Statement C-5.

No Response
No.
%

There is not enough reward and recognition

given in this Organization for doing good work.
According to the data recorded in Table 24 the majority (67.2
percent) of church members surveyed perceive that there is enough
reward and recognition given in the organization for doing good work.
All conferences except Newfoundland disagree by majority with
statement C-5.

Statement C-6.

If you make a mistake in this Organization,

you will be punished.
Table 25 shows the majority of Canadian church members (83.0
percent) who participated in this study are in disagreement with the
statement.

Thus it is perceived that if one makes a mistake in the

organization he or she will not be punished for it.

The level of
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disagreement with statement C-6 is consistent' across Canada.
Newfoundland (55.5 percent)is excepted.

TABLE 24
STATEMENT C-5 RESPONSES BY CONFERENCE AND FOR CANADA

Disagree
No.
%

No Response
No.
%

Conference

Agree
No.
%

Alberta

22

30.1

49

67.1

2

2.7

B. C.

20

19.9

77

76.2

4

4.0

Man-Sask.

17

34.7

28

57.1

4

8.2

Maritimes

5

25.0

14

70.0

1

5.0

Newfoundland

5

55.5

4

44.4

0

0

28

31.1

58

64.4

4

4 .4

Quebec

4

44.4

5

55.5

0

0

Unknown

0

0

2

100.0

0

0

101

28.7

237

67.2

15

4 .2

Ontario

Canada

TABLE 25
STATEMENT C-6 RESPONSES BY CONFERENCE AND FOR CANADA

Disagree
No.
%

No Response
No.
%

Conference

Agree
No.
%

Alberta

12

16.5

59

80.9

2

2.7

B. C.

10

9.9

89

88.1

2

2.0

Man-Sask.

6

12.3

40

81.7

3

6.1

Maritimes

0

0

19

95.0

1

5.0

Newfoundland

3

33.3

5

55.5

1

11.1

17

18.9

71

78.9

2

2.2

Quebec

1

11.1

8

88.9

0

0

Unknown

0

0

2

100.0

0

0

49

13.9

293

83.0

11

3.1

Ontario

Canada
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Orientation of the Reward Factor
in the Organizational Climate
Table 26 shows that the reward factor is positively (64.0 per
cent) oriented in the organizational climate according to those sur
veyed.

There was a high percentage (15.3 percent) in the "no response"

category.

With varying degrees the positive orientation is consistent

in all conference areas.

If one should reduce the sample to the

response category only, giving 299 responses, it is shown that 75.6
percent perceive "reward" to be positively established in the
organizational climate.

TABLE 26
SUMMARY OF REWARD FACTOR AS TO POSITIVE AND NEGATIVE
RELATIONSHIP TO THE ORGANIZATIONAL CLLMATE

Conference

Positive
No.
%

Negative
No.
%

Alberta

42

57.5

20

27.4

11

15.1

B. C.

76

75.2

14

13.9

11

10.9

Man-Sask.

28

57.2

10

20.4

11

22.4

Maritimes

14

70.0

3

15.0

3

15.0

5

55.5

3

33.3

1

11.1

55

61.1

20

22.2

15

16.7

Quebec

4

44.4

3

33.3

2

22.2

Unknown

2

100.0

0

0

0

0

226

64.0

73

20.7

54

15.3

Newfoundland
Ontario

Canada

No Response
No.
%

Discussion of Hypothesis 3
The data obtained in the statement analyses under the heading
"reward," along with the positive-negative orientation statement of
findings, do not support the hypothesis:

The majority of respondents
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will determine the reward factor to be negatively oriented in the
perceived pattern of the organizational climate.
Respondents indicated by a slight edge that the organization's
promotion system does not help the best man to rise to the top.

How

ever, to weigh the perceptions of "reward" clearly in the positive
direction, the majority (74.2 percent— statement C-2) agreed that
the rewards and encouragements one gets usually outweigh the threats
and the criticism.
Some ambiguity is manifested in the reward factor perceptions
since statement C-3 again received slightly more negative responses.
Possibly it does reveal that in harmony with statement C-2 the organ
ization rewards and encourages the church members as contrasted with
threats and criticism, but when it comes to direct reward for jobs
well done, there is a lack.
Again statement C-4 analysis shows that the respondents by a
slight edge perceive that there is not a great deal of criticism in
the organization.

However, the comparatively high percentage (47.3

percent) of those who think there is a great deal of criticism
deserves some attention.
To the explicit statement concerning reward and recognition
(statement C-5) a clear majority of those responding agree that
"reward" as a factor is present.

Coupled with statement C-6 data,

it is obvious as to where the positive orientation in the overall
analysis comes from.

Thus there is reservation in the area of reward

for excellence of work done.

However, it would appear that the

general system does reward people by its non-punishment and/or
charitable stance in cases of mistakes made.

Other general factors
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of reward and recognition doubtless serve to enhance the overall
concept of "reward" as a factor in the organizational climate.

Risk
Statement D-l.

The philosophy of our management is that in

the long run we get ahead fastest by playing it slow, safe, and sure.
Agreement (60.4 percent) by the subjects of this study estab
lish that generally the philosophy of the church leadership is that
the greatest progress is made by a slow, safe, and sure stance
(table 27).

All conferences contributed to the agreement position

except the Maritimes where respondents were divided evenly in their
perceptions of statement D-l.

TABLE 27
STATEMENT D-l RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

51

69.9

18

24.6

4

5.5

B. C.

58

57.4

38

37.6

5

5.0

Man-Sask.

32

65.3

15

30.5

2

4.1

Maritimes

9

45.0

9

45.0

2

10.0

Newfoundland

5

55.5

4

44.4

0

0

48

53.3

36

40.0

6

6.7

Quebec

9

100.0

0

0

0

0

Unknown

1

50.0

1

50.0

0

0

213

60.4

121

34.2

19

5.4

Ontario

Canada

Statement D-2.

Disagree
No.
%

No Response
No.
%

Our business has been built up by taking

calculated risks at the right time.
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The cover sheet with the questionnaire suggested to the sub
jects, that when the term "business" is used, it should be understood
as making reference to the church organization.
Table 28 indicates a majority of respondents in disagreement
(47.9 percent) as opposed to those in agreement (44.7 percent).

The

high percentage of no responses (7.4 percent) served to reduce the
agreement-disagreement level to below 50 percent.
slight.

The margin is

However, the indication according to the church members who

responded to this item, is that they perceive that the church organ
ization has not been built up by taking calculated risks at the right
time.

TABLE 28
STATEMENT D'-2 RESPONSES BY CONFERENCE AND FOR CANADA
Conference

Agree
No.
%

Alberta

28

38.4

41

56.2

4

5.5

B. C.

45

44.6

48

47.6

8

7.9

Man-Sask.

23

46.9

20

40.8

6

12.2

Maritimes

10

50.0

9

45.0

1

5.0

3

33.3

5

55.5

1

11.1

45

50.0

39

43.3

6

6.7

Quebec

4

44.4

5

55.5

0

0

Unknown

0

0

2

100.0

0

0

158

44.7

169

47.9

26

7.4

Newfoundland
Ontario

Canada

Statement D-3.

Disagree
No.
%

No Response
No.
%

Decision-making in this organization is

too cautious for maximum effectiveness.
Table 29 shows that 64.3 percent of the persons surveyed dis
agree with statement D-3.

In this way the majority have said that
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decision-making in the church organization is- not too cautious for
maximum effectiveness.

Quebec is the only area which reversed the

perceptions so that only 22.2 percent disagreed compared with 77.8
percent who agreed.
TABLE 29
STATEMENT D-3 RESPONSES BY CONFERENCE AND FOR CANADA
Disagree
No.
%

No Response
No.
%

Conference

Agree
No.
%

Alberta

23

31.5

44

60.3

6

8.2

B. C.

25

24.8

72

71.3

4

4.0

Man-Sask.

11

22.4

33

67.4

5

10.2

Maritimes

3

15.0

16

80.0

1

5.0

Newfoundland

3

33.3

6

66.6

0

0

29

32.2

53

58.9

8

8.9

Quebec

7

77.8

2

22.2

0

0

Unknown

0

0

1

50.0

1

50.0

101

28.6

227

64.3

25

7.1

Ontario

Canada

Statement D-4.

Our management is willing to take a chance on

a good idea.
Of the church members in Canada surveyed, 77.1 percent agreed
with statement D-4 (Table 30).

Only 17.0 percent were in disagree

ment and 5.9 percent were undecided or chose not to respond to the
item.

The majority therefore perceive the management of the church

to be willing to take a chance on a good idea.
Statement D-5.

We have to take some pretty big risks occa

sionally to keep ahead of the competition in the business we're in.
Table 31 tabulates 53'.8 percent of those in the sample as in
disagreement with statement D-5.

In agreement are 36.8 percent and
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STATEMENT D-4 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

53

72.6

15

20.5

5

6.8

B. C.

83

82.1

14

13.9

4

4.0

Man-Sask

40

81.6

6

12.2

3

6.1

Maritimes

16

80.0

2

10.0

2

10.0

6

66.6

3

33.3

0

0

67

74.5

17

18.9

6

6.7

Quebec

6

66.6

3

33.3

0

0

Unknown

1

50.0

0

0

1

50.0

272

77.1

60

17.0

21

5.9

Newfoundland
Ontario

Canada

Disagree
No.
%

9.3 percent did not respond to the statement.

No Response
No.
%

All areas except

Manitoba-Saskatchewan are relatively in harmony on the point with
greater percentages in disagreement than in agreement.

Manitoba-

Saskatchewan presents 48.9 percent in agreement compared with 40.8
percent in disagreement.

There were 10.2 percent who refused to

respond to the item.

Orientation of the Risk Factor in
the Organizational Climate
Table 32 reveals that 43.4 percent of those surveyed register
the risk factor as positively oriented in the organizational climate.
Of those who returned the questionnaire 39.6 percent registered the
risk factor as negatively oriented to the organizational climate.

The

margin of difference is very minimal (3.8 percent) between the positive
orientation and the negative orientation.

Even though the positive
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TABLE

31

STATEMENT D-5 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

27

36.9

37

50.7

9

12.3

B. C.

28

27.7

66

65.4

7

6.9

Man-Sask.

24

48.9

20

40.8

5

10.2

Maritimes

7

35.0

12

60.0

1

5.0

Newfoundland

3

33.3

5

55.5

1

11.1

36

40.0

45

50.0

9

10.0

Quebec

4

44.4

5

55.5

0

0

Unknown

1

50.0

0

0

1

50.0

130

36.8

190

53.8

33

9.3

Ontario

Canada

Disagree
No.
%

No Response
No.
%

orientation is greater, it still is in the negative orientation
below 50 on a 0-100 scale (see figure 2).
Alberta (47.9 percent), Newfoundland (44.4 percent), and
Quebec (77.8 percent) indicate a majority in the negative direction.
British Columbia (43.6 percent) and Ontario (42.3 percent) indicate
a majority in the positive direction but their percentages are not
high enough to bring the overall actual location of the risk factor
into the positive orientation on a scale of 0-100.

Manitoba-

Saskatchewan (57.2 percent) and the Maritimes (60.0 percent) are the
only two conferences whose perceptions contribute positively to the
overall pattern.
Discussion of Hypothesis 4
The data obtained in the statement analyses under the head
ing "risk," along with the positive-negative orientation statement
of findings do support the hypothesis:

The majority of respondents
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TABLE 32
SUMMARY OF RISK FACTOR AS TO POSITIVE AND NEGATIVE
RELATIONSHIP TO THE ORGANIZATIONAL CLIMATE

Conference

Positive
No.
%

Negative
No.
%

Alberta

25

34.3

35

47.9

13

17.8

B. C.

44

43.6

42

41.6

15

14.9

Man-Sask.

28

57.2

12

24.5

9

18.4

Maritimes

12

60.0

6

30.0

2

10.0

3

33.3

4

44.4

2

22.2

38

42.3

34

37.8

18

20.0

Quebec

2

22.2

7

77.8

0

0

Unknown

1

50.0

0

0

1

50.0

153

43.4

140

39.6

60

17.0

Newfoundland
Ontario

Canada

No Response
No.
%

will determine the risk factor to be negatively oriented in the
perceived pattern of the organizational climate.
Subjective rationalization, along with the criterion base
for development of the patterned profile, indicate that the risk
factor is not sufficiently oriented in the positive direction to
merit positive orientation in the pattern of organizational
climate.

Final analysis yields a suspension of judgment upon the

hypothesis to indicate that the data received in this study do not
support nor do they not support the hypothesis.

Further study is

indicated.
Nevertheless, for the development of the perceived pattern
of the organizational climate, on the criterion base presented at
the head of this chapter, the risk factor is plotted with a negative
orientation in the organizational climate (see figure 1).
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Warmth
Statement E-l.

A friendly atmosphere prevails among the

people in this Organization.
Table 33 shows that 90.0 percent of the respondents agree.
The percentage level of agreement response is very similar throughout
all conference areas.

It is evident that the selected church members

in this study perceive the organizational climate to be characterized
as friendly.

TABLE 33
STATEMENT E-l RESPONSES BY CONFERENCE AND FOR CANADA
Conference

Agree
No.
%

Alberta

65

89.1

4

5.5

4

5.5

B. C.

94

93.1

5

5.0

2

2.0

Man-Sask.

41

83.7

6

12.2

2

4.1

Maritimes

19

95.0

0

0

1

5.0

8

88.9

1

11.1

0

0

83

92.3

4

4.4

3

3.3

Quebec

7

77.7

2

22.2

0

0

Unknown

1

50.0

0

0

1

50.0

318

90.0

22

6.2

13

3.7

Newfoundland
Ontario

Canada

Statement E-•2.

Disagree
No.
%

No Response
No.
%

This Organization is characterized by a

relaxed, easy-going working climate.
The majority (64.9 percent) agree with this statement and 28
percent are in disagreement (table 34).

The levels of agreement and

disagreement in the conferences are quite similar except for ManitobaSaskatchewan (34.7 percent disagree) and Newfoundland (44.4 percent
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disagree). The indication is that in these two conferences the work
ing climate is more tense and less easy-going than in the others.

TABLE 34
STATEMENT E-2 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

46

63.0

21

28.7

6

8.2

B. C.

67

66.3

29

2S.8

5

5.0

Man-Sask.

27

55.1

17

34.7

5

10.2

Maritimes

15

75.0

4

20.0

1

5.0

5

55.5

4

44.4

0

0

Ontario

61

67.7

24

26.6

5

5.6

Quebec

7

77.7

1

11.1

1

11.1

Unknown

1

50.0

0

0

1

50.0

229

64.9

100

28.3

24

6.8

Newfoundland

Canada

Statement E-3.

Disagree
No.
%

No Response
No.
%

It is very hard to get to know people in

this Organization.
A high level (80.4 percent) of disagreement is manifested
on this item (table 35).

This level of response indicates agree

ment with statement E-l which indicates that friendliness and getting
to know each other is positively perceived.

Statement E-4.

People in this Organization tend to be

cool and aloof toward each other.
The majority (75.9 percent) disagree with this statement
(table 36).

Greatest levels of disagreement are from British Columbia

(83.2 percent), and the Maritimes (90.0 percent).

Manitoba-
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TABLE 35
STATEMENT E-3 RESPONSES BY CONFERENCE AND FOR CANADA
Conference

Agree
No.
%

Alberta

11

15.1

58

79.5

4

5.5

B. C.

13

12.9

85

84.2

3

3.0

Man-Sask.

9

18.4

38

77.5

2

4.1

Maritimes

1

5.0

18

90.0

1

5.0

Newfoundland

1

11.1

8

88.9

0

0

15

16.6

70

77.8

5

5.6

Quebec

3

33.3

6

66.6

0

0

Unknown

0

0

1

50.0

1

50.0

53

15.0

284

80.4

16

4.5

Ontario

Canada

Disagree
No.
%

No Response
No.
%

Saskatchewan agrees (28.5 percent) the most with the statement indi
cating a higher perception of coolness and aloofness in the organi
zational climate.

Quebec (55.5 percent) is the highest in the agree

ment and is the only conference where the majority agree that people
in the organization tend to be cool and aloof toward each other.

Statement E-5.

There is a lot of warmth in the relation

ships between management and workers in this Organization.
Table 37 shows that 80.2 percent of the respondents agree.
Manitoba-Saskatchewan (73.4 percent) and Quebec (66.6 percent) show
the lower levels which indicates congruence with findings of state
ment E-4.

In these two areas there is the perception that there is

comparatively less warmth between leadership and membership than in
other conferences.
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TABLE 36
STATEMENT E-4 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

14

19.1

54

74.0

5

6.8

B. C.

14

13.9

84

83.2

3

3.0

Man-Sask.

14

28.5

32

65.3

3

6.1

Maritimes

1

5.0

18

90.0

1

5.0

Newfoundland

2

22.2

7

77.8

0

0

17

18.8

68

75.6

5

5.6

Quebec

5

55.5

4

44.4

0

0

Unknown

0

0

1

50.0

1

50.0

Canada

67

18.9

268

75.9

18

5.1

Ontario

Disagree
No.
%

No Response
No.
%

TABLE 37
STATEMENT E-5 RESPONSES BY CONFERENCE AND FOR CANADA

Disagree
No.
%

No Response
No.
%

Conference

Agree
No.
%

Alberta

58

79.5

10

13.7

5

6.8

B. C.

86

85.1

13

12.9

2

2.0

Man-Sask.

36

73.4

10

20.4

3

6.1

Maritimes

16

80.0

4

20.0

0

0

7

77.7

1

11.1

1

11.1

73

81.1

14

15.6

3

3.3

Quebec

6

66.6

3

33.3

0

0

Unknown

1

50.0

0

0

1

50.0

283

80.2

55

15.5

15

4.2

Newfoundland
Ontario

Canada
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Orientation of the Warmth Factor in the
Organizational Climate
Generally the perceptions are high (82.4 percent in positive
orientation) relating to the presence of the warmth factor in the
organizational climate (table 38).

The one aspect which demonstrates

a lower profile is in the matter of degree of relaxation and "easy
goingness" in the working climate as shown in the analysis of state
ment E-2.

The overall level of response in the agreement mode is

generally high with Manitoba-Saskatchewan (73.5 percent), and Quebec
(66.6 percent) being the least indicative of the warmth factor in
the organizational climate.

TABLE 38
SUMMARY OF WARMTH FACTOR AS TO POSITIVE AND NEGATIVE
RELATIONSHIP TO THE ORGANIZATIONAL CLIMATE

Conference

Agree
No.
%

Disagree
No.
%

Alberta

61

83.5

6

8.2

6

8.2

B. C.

87

86.1

1

6.9

7

6.9

Man-Sask.

36

73.5

6

12.2

7

14.3

Maritimes

18

90.0

0

0

2

10.0

7

77.8

1

11.1

1

11.1

75

83.3

8

8.9

7

7.8

Quebec

6

66.6

2

22.2

1

11.1

Unknown

1

50.0

0

0

1

50.0

291

82.4

30

8.5

32

9.1

Newfoundland
Ontario

Canada

No Response
No.
%

Discussion of Hypothesis 5
The data obtained in the statement analysis under the heading
"warmth", along with the orientation statement of findings, support
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the hypothesis:

The majority of respondents will determine the

warmth factor to be positively oriented in the perceived pattern
of the organizational climate.
To develop the positivity, respondents showed high level per
ceptions of friendliness and warmth of relationships between leader
ship and membership.

There is some reservation in the area of

"relaxedness" in the working climate.

This is parallel information

with the structure factor analysis since the general perception there
was that structure in the organizational climate is positively
oriented.
The perceived pattern of the organizational climate (see
figure 1) locates warmth as the most positively perceived above all
other climate factors so far tabulated.

Support
Statement F-l.

You don't get much sympathy from higher-ups

in this organization if you make a mistake.
Table 39 indicates that 77 percent of the respondents dis
agree with this statement.

In the positive direction, this means

that the majority of respondents feel that if one should make a mis
take, the leadership in the organization does extend sympathy to
him or her.

The conference levels of affiliation with the overall

perception are relatively consistent, with Quebec (55.5 percent)
the only one showing a lower level.
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TABLE 39
STATEMENT F-l RESPONSES BY CONFERENCE AND FOR CANADA
Conference

Agree
No.
%

Alberta

13

17.8

55

75.3

5

6.8

B. C.

11

10.9

86

85.1

4

4.0

Man-Sask.

13

26.5

34

69.4

2

4.1

Maritimes

3

15.0

16

80.0

1

5.0

Newfoundland

2

22.2

7

77.8

0

0

Ontario

16

17.8

68

75.5

6

6.7

Quebec

4

44.4

5

55.5

0

0

Unknown

0

0

1

50.0

1

50.0

Canada

62

17.6

272

77.0

19

5.4

Statement F-2.

Disagree
No.
%

No Response
No.
%

Management makes an effort to talk with you

about your career aspirations within the organization.
A brief explanation on the cover-sheet of the questionnaire
guided the respondents in understanding the statement, it indicated:
Statement F-2 speaks about your "career aspirations".

You may apply

this to your aspirations for service in the church.
The majority (62.6 percent) agree that leadership makes an
effort to talk with them about their service aspirations within the
organization (table 40).

The Maritimes (85.0 percent) show the

highest level of agreement.

Newfoundland (44.4 percent) shows the

lowest level which essentially indicates disagreement (55.5 percent)
with the statement.

Alberta (52.2 percent), and Ontario (57.8 per

cent) show a little more doubt about the statement than do British
Columbia (70.3 percent), Manitoba-Saskatchewan (65.3 percent),
Quebec (66.6 percent), and the others which show a higher profile.
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TABLE AO
STATEMENT F-2 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

38

52.2

28

38.3

7

9.6

B. C.

71

70.3

25

24.8

5

5.0

Man-Sask.

32

65.3

12

24.5

5

10.2

17

85.0

2

10.0

1

5.0

4

44.4

5

55.5

0

0

52

57.8

27

30.0

11

12.2

Quebec

6

66.6

3

33.3

0

0

Unknown

1

50.0

0

0

1

50.0

221

62.6

102

28.9

30

8.5

Maritimes
Newfoundland
Ontario

Canada

Statement F-3.

Disagree
No.
%

No Response
No.
%

People in this Organization don't really

trust each other.
Table 41 shows that the majority (71.1 percent) of those who
returned the instrument disagree.

The Maritimes disagree (85.0 per

cent) most frequently and Newfoundland (55.5 percent) and Quebec
(55.5 percent) disagree less strongly.

The indication is that the

selected church members in Canada perceive adequate levels of trust
in the organization.
Statement F-4.

The philosophy of our management emphasizes

the human factor, how people feel, etc.
There is a generally high frequency of agreement (73.9 per
cent) with this statement (table 42).

This assessment places the

perceived orientation of humaneness in a positive position in the
organizational climate.
Ontario (67.8 percent) and Manitoba-Saskatchewan (67.3 per-
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TABLE 41
STATEMENT F-3 RESPONSES BY CONFERENCE AND FOR CANADA

Agree
No.
7.

Alberta

17

23.3

51

69.8

5

6.8

B. C.

23

22.8

75

74.3

3

3.0

Man-Sask.

12

24.5

35

71.4

2

4.1

Maritimes

2

10.0

17

85.0

1

5.0

Newfoundland

4

44.4

5

55.5

0

0

24

26.6

62

68.9

4

4.4

Quebec

4

44.4

5

55.5

0

0

Unknown

0

0

1

50.0

1

50.0

86

24.4

251

71.1

16

4.5

Ontario

Canada

Disagree
No.
%

No Response
No.
%

Conference

TABLE 42
STATEMENT F-4 RESPONSES BY CONFERENCE AND FOR CANADA

Agree
No.
%

Alberta

57

78.1

13

17 .8

3

4.1

B. C.

74

73.3

18

17.9

9

8.9

Man-Sask.

33

67.3

11

22.5

5

10.2

Maritimes

18

90.0

0

0

2

10.0

7

77.8

1

11.1

1

11.1

61

67.8

22

24.4

7

7.8

Quebec

9

100.0

0

0

0

0

Unknown

2

100.0

0

0

0

0

261

73.9

65

18.4

27

7.6

Newfoundland
Ontario

Canada

Disagree
No.
%

No Response
No.
%

Conference

cent are at the lower end of the scale in number, who agree that the
philosophy of their leadership emphasizes the human factor.
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Statement F-5.

When I am on a difficult assignment, I can

usually count on getting assistance from my boss and co-workers.
Table 43 indicates that 80.7 percent of the respondents
agree that in times of difficult assignment, they can usually count
on the assistance of those who are over them in authority as well as
from peers.

Alberta (74.0 percent) is the least certain of that,

and Quebec (88.9 percent) is the most certain.

TABLE 43
STATEMENT F-5 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

54

74.0

14

19.2

5

6.8

B. C.

86

85.1

12

11.9

3

3.0

Man-Sask.

42

85.7

5

10.2

2

4.1

Maritimes

17

85.0

2

10.0

1

5.0

7

77.8

2

22.2

0

0

69

76.7

15

16.7

6

6.7

Quebec

8

88.9

1

11.1

0

0

Unknown

2

100.0

0

0

0

0

285

80.7

51

14.5

17

4.8

Newfoundland
Ontario

Canada

Disagree
No.
%

No Response
No.
%

Orientation of the Support Factor in
the Organizational Climate
The majority (70.2 percent) of selected church members in
Canada perceive the support factor to be positively present in the
organizational climate (table 44).

The positive agreement percent

ages by conference are around the two-thirds level but the Maritimes

Reproduced with permission o f the copyright owner. Further reproduction prohibited without permission.

104
(80.0 percent) and British Columbia (76.2 percent) more strongly
position the orientation so that the overall perception level rises
to 70.2 percent.

TABLE 44
SUMMARY OF SUPPORT FACTOR AS TO POSITIVE AND NEGATIVE
RELATIONSHIP TO THE ORGANIZATIONAL CLIMATE

Conference

Posi tive
No.
%

Negative
No.
%

Alberta

49

67.1

11

15.0

13

17.8

B. C.

77

76.2

9

8.9

15

14.9

Man-Sask.

33

67.3

7

14.2

9

18.4

Maritimes

16

80.0

1

5.0

3

15.0

6

66.7

2

22.2

1

11.1

60

66.6

13

14.4

17

18.9

Quebec

6

66.7

3

33.3

0

0

Unknown

1

50.0

0

0

1

50.0

248

70.2

46

13.0

59

16.7

Newfoundland
Ontario

Canada

No Response
No.
%

Discussion of Hypothesis 6
The data obtained in the statement analysis under the heading
"support", along with the orientation statement of findings, support
the hypothesis:

The majority of respondents will determine the sup

port factor to be positively oriented in the perceived pattern of
organizational climate.
In the overall profiled pattern shown in Figure 1, the support
factor approaches the high level that the warmth factor occupied.
It is perceived that church leadership personnel do under
stand persons in the church who make

mistakes in the church setting.
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The personalized communication level amongst the levels of authority
and responsibility is also in the upper bracket.

There is perceived

to be satisfactory trust-levels in the organization milieu, as well
as a high agreement on the presence of the human factor principle
with the leadership.

Support for one another under conditions of

difficult assignment is also perceived by the majority of the
respondents.

Standards
Statement G-l.

In this Organization we set very high

standards for performance.
Table 45 shows that a very high majority (84.2 percent)
agree that in the organization they set very high standards for per
formance.

All conferences are in high agreement.

Alberta (86.3

percent), British Columbia (86.2 percent), Maritimes (80.0 percent),
Ontario (84.4 percent), and Quebec (88.9 percent) surpass the 80
percent level with Manitoba-Saskatchewan (77.6 percent) and
Newfoundland (77.7 percent) in agreement at a slightly lower than
80 percent level.

Statement G-2.

Our management believes that no job is so

well done that it couldn't be done better.
The majority (72.5 percent) of respondents agree with state
ment G-2.

Ontario (62.2 percent) and Quebec (55.5 percent) show the

least agreement as compared with the higher percentages indicated by
the other conferences.
Statement G-3.

Table 46 tabulates the detailed distribution.
Around here there is a feeling of pressure

to continually improve our personal and group performance.
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TABLE 45
STATEMENT G-l RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Disagree
No.
%

Alberta

63

86.3

9

12.4

1

1.4

B. C.

87

86.2

12

11.9

2

2.0

Man-Sask.

38

77.6

6

12.3

5

10.2

Maritimes

16

80.0

4

20.0

0

0

7

77.7

2

22.2

0

0

76

84.4

10

11.1

4

4.4

Quebec

8

88.9

1

11.1

0

0

Unknown

2

100.0

0

0

0

0

297

84.2

44

12.5

12

3.4

N ewf oundland
Ontario

Canada

No Response
No.
%

TABLE 46
STATEMENT <3-2 RESPONSES BY CONFERENCE AND FOR CANADA

Disagree
No.
%

No Response
No.
%

Conference

Agree
No.
%

Alberta

52

71.2

16

21.9

5

6.8

B. C.

77

76.2

21

20.8

3

3.0

Man-Sask.

40

81.7

7

14.3

2

4.1

Maritimes

17

85.0

2

10.0

1

5.0

7

77.8

2

22.2

0

0

56

62.2

28

31.1

6

6.7

Quebec

5

55.5

4

44.4

0

0

Unknown

2

100.0

0

0

0

0

256

72.5

80

22.7

17

4.8

Newfoundland
Ontario

Canada

A majority of 54.4 percent agree that there is a feeling of
pressure in the organization to continually improve personal and
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group performance.

The disagreement percentage is 41.1 percent,

with 4.5 percent non-responding.

The Maritimes show a majority

(55.0 percent) in disagreement with the statement and Ontario is
divided equally (46.6 percent agree; 46.7 percent disagree) after
showing 6.7 percent who did not respond.

In spite of this unusual

ambiguity, the overall totals clarify that there is a clear majority
feeling in Canada, by the leading

members, that there is a presence

of the pressure motive to improve performance.

Table 47 reveals the

percentage responses among the other conferences.

TABLE 47
STATEMENT G-3 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

39

53.4

32

43.8

2

2.7

B. C.

62

61.4

34

33.7

5

5.0

Man-Sask.

30

61.2

17

34.7

2

4.1

Maritime

8

40.0

55.0

1

5.0

Newfoundland

6

66.6

11
7

33.3

0

0

42

46.6

42

46.7

6

6.7

Quebec

5

55.5

4

44.4

0

0

Unknown

0

0

2

100.0

0

0

192

54.4

145

41.1

16

4.5

Ontario

Canada

Statement G-4.

Disagree
No.
%

No Response
No.
%

Management believes that if the people are

happy, productivity will take care of itself.
Table 48 shows that 63.7 percent of those who responded are
in agreement with statement G-4.

Most conferences are in agreement
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above the 60 percent level except the Maritinres (50.0 percent) and
Newfoundland (55.5 percent).

Quebec (77.8 percent) is highest in

agreement level.
TABLE 48
STATEMENT G-4 RESPONSES BY CONFERENCE AND FOR CANADA

Disagree
No.
%

Conference

Agree
No.
%

Alberta

48

65.7

21

28.7

4

5.5

B. C.

67

66.3

30

29.7

4

4.0

Man-Sask.

30

61.2

17

34.7

2

4.1

Maritimes

10

50.0

8

40.0

2

10.0

5

55.5

4

44.4

0

0

56

62.2

25

27.7

9

10.0

Quebec

7

77.8

2

22.2

0

0

Unknown

2

100.0

0

0

0

0

225

63.7

107

30.3

21

5.9

Newfoundland
Ontario

Canada

Statement G-5.

No Response
No.
%

To get ahead in this Organization it' s more

important to get along than. it is to be a high producer.
The majority (66.6 percent) agree with statement G-5 (table
49).

Alberta (71.3 percent), British Columbia (69.3 percent),

Manitoba-Saskatchewan (69.4 percent), and Quebec (88.9 percent)
responded at frequencies higher than the national average majority
agreement.

The Maritimes (65.0 percent), Newfoundland (55.5 percent),

and Ontario (57.8 percent) are lower than the overall 66.6 percent.

Statement G-6.

In this Organization people don't seem to

take pride in their performance.
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TABLE 49
STATEMENT G-5 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

52

71.3

19

26.1

2

2.7

B. C.

70

69.3

22

21.8

9

8.9

Man-Sask.

34

69.4

13

26.5

2

4.1

Maritimes

13

65.0

5

25.0

2

10.0

5

55.5

4

44.4

0

0

52

57.8

27

30.0

11

12.2

Quebec

8

88.9

1

11.1

0

0

Unknown

1

50.0

1

50.0

0

0

235

66.6

92

26.0

26

7.4

Newfoundland
Ontario

Canada

Disagree
No.
%

No Response
No.
%

The majority (72.0 percent) disagree with statement G-6
(table 50).

The Maritimes (85.0 percent) and Alberta (80.8 per

cent) show highest levels of disagreement, or in effect say that the
people in the organization do seem to take much pride in their per
formance.

Other conferences except Quebec (44.4 percent) disagree

in the 66 percent to 72 percent range.

Orientation of the Standards Factor in
the Organizational Climate
The overall percentage on the standards factor place it in
the positive orientation at the 71.7 percent level (table 51).
conferences exhibit positivity.

All

Ontario (61.1 percent) and Quebec

(55.5 percent) are the lowest in designating the positive orienta
tion in the organizational climate.

The remaining conferences

perceive the positive level well above the 70.0 percent level.
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TABLE 50
STATEMENT G-6 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No. %

Alberta

11

15.0

59

80.8

3

4.1

B. C.

22

21.8

73

72.3

6

4.9

Man-Sask.

15

30.6

33

67.3

1

2.0

Maritimes

2

10.0

17

85.0

1

5.0

Newfoundland

2

22.2

6

66.7

1

11.1

Ontario

23

25.5

60

66.6

7

7.8

Quebec

5

55.5

4

44.4

0

0

Unknown

0

0

2

100.0

0

0

Canada

80

22.7

254

72.0

19

5.4

Disagree
No.
%

No Response
No.
%

TABLE 51
SUMMARY OF STANDARDS FACTOR AS TO POSITIVE AND NEGATIVE
RELATIONSHIP TO THE ORGANIZATIONAL CLIMATE

Conference

Positive
No.
%

Alberta

53

72.6

11

15.1

9

12.3

B. C.

76

75.2

10

9.9

15

14.9

Man-Sask.

39

79.6

3

6.1

7

14.3

Maritimes

16

80.0

1

5.0

3

15.0

7

77.8

1

11.1

1

11.1

55

61.1

19

21.1

16

17.8

Quebec

5

55.5

4

44.4

0

0

Unknown

2

100.0

0

0

0

0

253

71.7

49

13.9

51

14.4

Newfoundland
Ontario

Canada

Negative
No.
%

No Response
No.
%
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Discussion of Hypothesis 7
The data obtained in the statement analysis under the head
ing "standards," along with the orientation statement of findings,
support the hypothesis:

The majority of respondents will determine

the standards factor to be positively oriented in the perceived
pattern of the organizational climate.
There is exhibited a high level of agreement that the church
organization sets high standards for performance.

It is perceived

that leadership manifests the stance that jobs are never so well
done but that they could be done better.
Statement G-3 responses show some incongruence with the
apparent priority placed on structure, in G-l and G-2, when there is
shown lesser agreement with the idea that there is a feeling of
pressure toward improvement of performance.

The emphasis of the

response may be in opposition to the "pressure" idea which may mean
that the respondents generally feel self-motivation toward high
standards.
Statements G-4 and G-5 minimize the effect of the other four
structure establishing statements.

Essentially, the respondents are

saying that leadership maintains personal and human concerns at a
fair level, along with the maintenance of structure importance.
High production is important but not above the human factor.

Conflict
Statement H-l.

The best way to make a good impression

around here is to steer clear of open arguments and disagreements.
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The majority (61.2 percent) of respondents agree with state
ment H—1 (table 52).

The percentage levels are consistent in all

conferences except Ontario (50.0 percent).

Manitoba-Saskatchewan

(69.4 percent) has the highest agreement frequency.

Five and four

tenths percent of the total chose not to respond to the statement.

TABLE 52
STATEMENT H-l RESPONSES BY CONFERENCE AND FOR CANADA

Disagree
No.
%

Conference

Agree
No.
%

Alberta

49

67.1

22

30.1

2

2.7

B. C.

62

61.4

34

33.6

5

5.0

Man-Sask.

34

69.4

13

26.5

2

4.1

Maritimes

13

65.0

6

30.0

1

5.0

6

66.6

3

33.3

0

0

45

50.0

36

40.0

9

10.0

Quebec

6

66.6

3

33.3

0

0

Unknown

1

50.0

1

50.0

0

0

216

61.2

118

33.5

19

5.4

Newfoundland
Ontario

Canada

Statement H-2.

No Response
No.
%

The attitude of our management is that con-

flict between competing units and individuals can be very healthy.
Table 53 shows that a large majority of the respondents
disagree (79.6 percent) with. this statement.

Most of the conference

responses are above the 80 percent level, but Ontario(72.3 percent)
and Quebec (77.8 percent) have responded at a lower percentage level.
The reversed indication of the statement is that the majority per
ceive that the church's leadership regards conflict and competition
among units and individuals as unhealthy.
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TABLE 53
STATEMEMT H-2 RESPONSES BY CONFERENCE AND FOR CANADA

Agree
No.
%

Alberta

10

13.7

60

82.2

3

4.1

B. C.

13

12.8

82

81.2

6

5.9

Man-Sask.

7

14.2

40

81.6

2

4.1

Maritimes

0

0

17

85.0

3

15.0

Newfoundland

0

0

8

88.9

1

11.1

17

18.9

65

72.3

8

8.9

Quebec

2

22.2

7

77.8

0

0

Unknown

0

0

2

100.0

0

0

49

13.9

281

79.6

23

6.5

Ontario

Canada

Statement H--3.

Disagree
No.
%

No Response
No.
%

Conference

We are encouraged to speak our minds, even

if it means disagreeing with our superiors.
The majority (59.7 percent) agree with this statement (table
54).

The percentage level of agreement is not entirely consistent

throughout the conferences.

Manitoba-Saskatchewan (71.4 percent)

and the Maritimes (75.0 percent) are highest in agreement.
(66.7 percent) is next in line.

Quebec

British Columbia (57.5 percent) and

Ontario (56.7 percent) are lowest except for Newfoundland (44.4 per
cent agreement; 55.5 percent disagreement) which disagree with the
statement.

Statement H-4.

In management meetings the goal is to arrive

at a decision as smoothly and quickly as possible.
Table 55 shows that a strong majority (78.2 percent) agree.
Alberta (84.9 percent), Ontario (80.0 percent), and Quebec (88.8
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TABLE 54
STATEMENT H-3 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

40

54.8

32

43.8

1

1.4

B. C.

58

57.5

40

39.6

3

3.0

Man-Sask.

35

71.4

14

28.6

0

0

Maritimes

15

75.0

5

25.0

0

0

4

44.4

5

55.5

0

0

51

56.7

36

40.0

3

3.3

Quebec

6

66.7

3

33.3

0

0

Unknown

2

100.0

0

0

0

0

211

59.7

135

38.3

7

2.0

Newfoundland
Ontario

Canada

Disagree
No.
%

No Response
No.
%

TABLE 55
STATEMENT H-4 RESPONSES BY CONFERENCE AND FOR CANADA

Agree
No.
%

Alberta

62

84.9

11

15.1

0

0

B. C.

77

76.2

18

17.8

6

5.9

Man-Sask.

33

67.4

13

26.5

3

6.1

Maritimes

15

75.0

4

20.0

1

5.0

7

77.7

1

11.1

1

11.1

72

80.0

14

15.6

4

4.4

Quebec

8

88.8

1

11.1

0

0

Unknown

2

100.0

0

0

0

0

276

78.2

62

17.6

15

4.2

Newfoundland
Ontario

Canada

percent agree at very high frequencies.

Disagree
No.
%

No Response
No.
%

Conference

Others agree within the

67 percent to 77 percent range.
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Orientation of the Conflict Factor in
the Organizational Climate
Table 56 indicates that the overall responses to the conflict
factor statements are negative (59.2 percent) toward the location of
the factor in the perceived pattern of organizational climate.

About

10 percentage points in the overall analysis are lost because of
undetermined responses.

The one conference which more definitely has

placed conflict in a negative orientation is Quebec (77.8 percent).
Others show moderate percentage levels of 51 percent to 63 percent.
TABLE 56
SUMMARY OF CONFLICT FACTOR AS TO POSITIVE AND NEGATIVE
RELATIONSHIP TO THE ORGANIZATIONAL CLIMATE

No Response
No.
%

Conference

Positive
No.
%

Negative
No.
%

Alberta

22

30.2

46

63.0

5

6.8

B. C.

26

25.8

64

63.3

11

10.9

Man-Sask.

19

38.8

25

51.0

5

10.2

Maritimes

5

25.0

12

60.0

3

15.0

Newfoundland

2

22.2

5

55.5

2

22.2

29

32.2

49

54.5

12

13.3

Quebec

2

22.2

7

77.8

0

0

Unknown

1

50.0

1

50.0

0

0

106

30.0

209

59.2

38

10.8

Ontario

Canada

Discussion of Hypothesis 8
The data obtained in the statement analyses under the head
ing "conflict", along with the orientation statement of findings,
support the hypothesis:

The majority of respondents will determine

Reproduced with permission o f the copyright owner. Further reproduction prohibited without permission.

116
the conflict factor to be negatively oriented in the perceived
pattern of the organizational climate.
The respondents have indicated that good impressions are
made in the church by steering clear of open arguments and disagree
ments . Thus there is perceived to be a premium on being a noncontroversial personality.

Respondents also perceived the attitude

of leadership to be contrary to conflict between persons or units in
the church organization.

Some orientation toward allowance for

conflict in the organization is established when respondents agreed
by a small margin that they are encouraged to speak their own
minds, even if it means disagreement with superiors.

However, in

parallel with statements H-l and H-2, H-4 emphasizes that in organi
zational or leadership meetings, the process is on the basis of
moving quickly and without conflict toward decisions or goals.
On these bases, conflict receives a negative orientation in
the perceived pattern of the organizational climate.

Identity
Statement 1-1.

People are proud of belonging to this Organ

ization.
Table 57 shows a very strong majority (90.4 percent) of the
respondents in agreement with this statement.
in the high percentage level.

All conferences are

Newfoundland (77.7 percent) is at the

lowest level.

Statement 1-2.

I feel that I am a member of a well-

functioning team.
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TABLE 57
STATEMENT I-l RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

65

89.1

5

6.8

3

4.1

B. C.

93

92.0

5

5.0

3

3.0

Man-Sask.

46

93.8

2

4.1

1

2.0

Maritimes

19

95.0

1

5.0

0

0

7

77.7

2

22.2

0

0

79

87.8

9

10.0

2

2.2

Quebec

8

88.9

1

11.1

0

0

Unknown

2

100.0

0

0

0

0

319

90.4

25

7.1

9

2.5

Newfoundland
Ontario

Canada

Disagree
No.
%

No Response
No.
%

The majority (78.5 percent) are in agreement with this statement also (table 58).

The same basic pattern exists as in I-l with

Newfoundland (66.6 percent) at the lowest percentage level.

Statement 1-3

As far as I can see, there isn't very much

personal loyalty to the company.
The explanation sheet with the questionnaire suggested that
when the word "company" is used, as in this instance, it should be
understood as making reference to the church organization.
The majority (83.6 percent) are in disagreement with this
statement, which in effect says that the respondents generally per
ceive that there is very much personal loyalty to the church organi
zation (table 59).

Quebec (66.6 percent) and Newfoundland (66.6 per

cent) are lowest in the disagreement frequency, whereas the Maritimes
indicate 100 percent disagreement.
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TABLE

58

STATEMENT 1-2 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

57

78.1

16

21.9

0

0

B. C.

89

88.1

7

6.9

5

5.0

Man-Sask.

40

81.6

8

16.3

1

2.0

Maritimes

14

70.0

6

30.0

0

0

6

66.6

3

33.3

0

0

62

68.9

25

27.7

3

3.3

Quebec

7

77.8

2

22.2

0

0

Unknown

2

100.0

0

0

0

0

277

78.5

67

18.9

9

2.5

Newfoundland
Ontario

Canada

Disagree
No.
%

No Response
No.
%

TABLE 59
STATEMENT 1-3 RESPONSES BY CONFERENCE AND FOR CANADA

Conference

Agree
No.
%

Alberta

14

19.2

59

80.8

0

0

B. C.

11

10.9

84

83.2

6

5.9

Man-Sask.

6

12.2

42

85.7

1

2.0

Maritimes

0

0

20

100.0

0

0

Newfoundland

3

33.3

6

66.6

0

0

10

11.1

76

84.5

4

4.4

Quebec

3

33.3

6

66.6

0

0

Unknown

0

0

2

100.0

0

0

47

13.3

295

83.6

11

3.1

Ontario

Canada

Statement 1-4.

Disagree
No.
%

No Response
No.
%

In this Organization people pretty much look

out for their own interest.
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Table 60 indicates that a majority (70.3 percent) of the res
pondents disagree with this statement.

This means that the general

perception is that the members of the church look less to their own
interests than they do to the interests of others.

TABLE 60
STATEMENT 1-4 RESPONSES BY CONFERENCE AND FOR CANADA
Conference

Agree
No.
%

Alberta

21

28.8

50

68.4

2

2.7

B. C.

21

20.8

77

76.3

3

3.0

Man-Sask.

19

38.7

30

61.3

0

0

Maritimes

3

15.0

17

85.0

0

0

Newfoundland

4

44.4

4

44.4

1

11.1

24

26.7

63

70.0

3

3.3

Quebec

4

44.4

5

55.5

0

0

Unknown

0

0

2

100.0

0

0

Canada

96

27.2

248

70.3

9

2.5

Ontario

Disagree
No.
%

No iResponse
No
%

Orientation of the Identity Factor in
the Organizational Climate
The overall responses to statements in the identity section
place the identity factor in positive (84.2 percent) orientation in
the perceived pattern of the organizational climate (table 61).

All

conferences are affiliated at the high percentage level, except
Newfoundland (55.5 percent) which indicates greater negativity.

Discussion of Hypothesis 9
The data obtained in the statement analyses under the head
ing "identity", along with the orientation statement of findings,
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TABLE 61
SUMMARY OF IDENTITY FACTOR AS TO POSITIVE AND NECATIVE
RELATIONSHIP TO THE ORGANIZATIONAL CLIMATE

Conference

Positive
No.
%

Negative
No.
%

No Response
No.
%

60

82.2

9

12.3

4

5.5

B. C.

89

88.1

4

4.0

8

7.9

Man-Sask.

42

85.7

4

8.2

3

6.1

Maritimes

19

95.0

1

5.0

0

0

5

55.5

3

33.3

1

11.1

73

81.1

11

12.2

6

6.7

Quebec

7

77.8

2

22.2

0

0

Unknown

2

100.0

0

0

0

0

297

84.2

34

9.6

22

6.2

‘Alberta

Newfoundland
Ontario

Canada

do not support the hypothesis:

The majority of respondents will

determine the identity factor to be negatively oriented in the per
ceived pattern of the organizational climate.
This section receives a high level positive orientation in
the organizational climate because respondents have expressed that
they perceive that people are proud to belong to the organization;
they themselves feel that they are members of a well-functioning
team; there is very much personal loyalty to the organization, and
that people in the organization look out for the interests of each
other.

Additional Findings
This study was based on the concept that the Seventh-day
Adventist church organization functions from the principle of the
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priesthood of all believers (Annual Council 1973).

The church in

theory assumes no distinction between clergy and laity as to
authority.

All are considered equal before God as church members.

On this premise, the population pool of this study included the
ministers and laymen of the church in Canada who are in leadership
capacities at all levels of the local conferences.
Consideration of the possibility of a ministerial bias in
the study is real inasmuch as a disproportionate number of ministers
were found in the sample when the Canadian membership ratios of
these categories are considered.

Table 62 shows that the ratio of

minister members in Canada to minister responses is .126 and the
ratio of other members in Canada to other responses is .012.

It is

evident that approximately ten times as many ministers were in the
sample than should have been if the principle of proportional strat
ification were used in the random sampling process.

TABLE 62
RATIO OF MINISTER-MEMBER TO OTHER-MEMBERS IN THE STUDY
COMPARED WITH CANADIAN MEMBERSHIP STATISTICS

Category

Ministers
Others

Canadian Mem.
No.
%

Responses
No.
%

Ratio
Mem::Responses

239

.89

30

8.50

.126

26,618

99.11

323

91.50

.012

26,857

100.00

353

100.00

Source: Canadian membership statistics taken from: Summarv of I'rogress: North American Division— Fourth Quarter J976. Washington 1). C.
General Conference ot Seventh-day AdventisLs, Office of Archives and
Statistics, 1976.
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Careful analysis however shows that the overall impact of
this disproportion on the perceived pattern of the organizational
climate is minimal.

Table 63 shows that the average difference of

positive orientation between the composite profile— ministers and
non-ministers together— and the minister-bias-removed orientation
is 1.05%.

TABLE 63
SUMMARY OF PERCEIVED FACTOR LEVEL BY
MINISTERS AND NON-MINISTERS

Overall

Diff.

Clergy

Others

Structure

66.6

56.5

57.0

.5

Responsibility

60.0

35.7

37.9

2.2

Reward

76.7

63.0

64.0

1.0

Risk

60.0

42.0

43.4

1.4

Warmth

93.3

81.8

82.4

.6

Support

83.3

69.3

70.2

.9

Standards

83.3

70.9

71.7

.8

Conflict

20.0

31.0

30.0

1.0

Identity

80.0

85.3

84.2

1.1

Factor

9.5
Average diff.

1.05

Figure 4 plots the three profiles together so that the effect
can be seen among the perceptions of (1) minister-membcrs alone,
(2) other members alone, and (3) minister and other members to
gether.
The profiled pattern exhibited in Figure 4 shows that indeed
for the most part, ministers perceive the climate factors in their
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sphere in church life with greater positive orientation than do the
non-ministers.
Note, however, the proximity of the overall profile analysis
to the exclusively non-ministry profile.

It is observed that the

ministerial bias is minimal; especially when recommendations of this
study are made, not on discrete orientations, but rather on high
and low orientations.

A Report of Comments
The perceived pattern in the organizational climate, as pro
filed in Figure 1, and the summary, are based on the numerical and
percentage data computed from the returned questionnaire.

However,

there were many written comments on the questionnaires which reflect
the subjective biases of the respondents in this study.
To clarify or amplify the profile analysis and the summary
statements, several typical responses have been selected from the
returned questionnaires.
sections:

The comments are categorized in four

(1) Item-response interpretations, (2) General observa

tions of the ogranizational climate, (3) Instrument evaluation,
(4) Reasons for non-responses.

Item-response Interpretations
Some comments reflected the divided opinion that is evident
in the data analysis sections.

Others emphasized the direction of

their thought in agreement or disagreement.
Factor-section A— Structure
I feel the church departments are already ovcrstructured.
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I wish meetings to discuss this project and that project
could be held to a minimum.
I think that there is quite a lot of bureaucracy at conferenceunion level.
I feel that our conference is pretty well organized, but when
it gets down to local churches, things can really get bungled
by lack of organization. This is especially true when lay
people try to organize.
Along with no-response to A-2:

"We all decide together."

Factor-section B— Responsibility
My desire would be to see more church members involved, so that
each of us could handle, perhaps one or two jobs very well.
That way the responsibility would be better balanced and some
would not have such a heavy load.
Several comments reflect the concern that people appointed
to church offices do not fulfill their duties.

Factor-section C— Reward
Many comments applied the reward concept to spiritual and
heavenly reward, e.g., "Ours will be the reward of eternity.

Any

reward for man on earth should not concern us."
In addition to disagreement to C-6:
A person punishes himself.
There is too much politics in the organization and money
speaks entirely too much. Many people are put into positions
of responsibility only for that reason and not because of
ability.
I have been in church administration for a number of years
and have found it very rewarding. Not all experiences have
been pleasant, but they were handled in a gentlemanChristian fashion. — A layman
In response to C-4:
Among members— yes; among leaders— no.
Those who get into trouble get promoted.
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Factor-section D— Risk
The respondent disagreed with D-2 which states, that our
business (church organization) has been built up by taking calculated
risks at the right time, then adds, "Perhaps a long time ago."
After disagreement with D-3— Decision-making in this organi
zation is willing to take a chance on a good idea, the respondent
wrote:
"Depends who presents the idea."

Factor-section E— Warmth
The members in our church are not very friendly towards one
another and keep to themselves as much as possible.
One concern of mine is that our organization seems to be
promoting campaigns and activities rather than relationships.

Factor-section F— Support
F-5 states:

When I am on a difficult assignment I can

usually count on getting assistance from my boss and co-workers.
Respondent says:
My boss— yes; co-workers— no.
In our organization it isn't what you know but who you know.

Factor-section G— Standards
At the present moment, my concern is the heavy pressure put on
the workers to produce— the word success is spelled
b-a-p-t-i-s-m-s.
Any slipshod thing is 0. K.
After G-5:

To get ahead in this organization it's more

important to get along than it is to be a high producer.

Comment:

"Politics!"
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Factor-section H— Conflict
I feel that laymen should have more voice, and that many paid
workers don't voice their true thoughts, and go along with
their superiors for fear of their jobs.
After H-4:

In management meetings the goal is to arrive at

a decision as smoothly and quickly as possible, the comment:
Only if it agrees with management.
If one disagrees with the leader, one is ignored.
Should have less competition but more cooperation between con
ferences, churches, pastors, and evangelists throughout the
Canadian conference.
I have observed that more open communication could have solved
a small problem that got bigger. I know there are young men
afraid to voice differences from management because they feel
threatened.
I think they feel guilty about conflict but go ahead and
fight anyway.
It's time the church recognized that a degree in theology doesn't
qualify them as leaders in finance, education, business, etc.
The church leaders tend to cover their mistakes with the fact
that they've been 'called' to the ministry— who are you to
question me, the 'Lord's annointed'?

Factor-section I— Identity
On the whole, I believe this is a wonderful organization and I'm
proud to be a member of it.

General Observations of the
Organizational Climate
I am of the opinion that we have the finest leaders and workers
available. God is good. I love the brethren.
Originality is stifled, people are moved on but not fired, too
many people hide behind committees, too much politics— but it is
still God's movement.
There is no question about my allegiance to the church, neverthe
less I do think there are some changes to be made in the area of
handling new ideas which the church sometimes seems to endorse.
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Laymen don't really know much about the organization; how it
works and how decisions are reached. They are uninformed, dis
interested, and sometimes misled.
Much of the way in which X answered these questions is a reflec
tion on the pastor under which I now find myself working and not
my feelings of the denomination as a whole.
I feel very strongly that laymen should be more actively involved
in decision-making on a local and even higher level . . . .
I
personally feel that this organization would function much better
in decision-making on certain things with more input from laymen
with experience in business management.
It's a wonderful organization. The instructions given in the
Spirit of Prophecy aren't followed as closely as they should be.
I think that the gap between laymen and organizational leaders
is widening instead of becoming narrower. Waste and inefficiency
of some fiscal policies seems too wasteful to some frugally liv
ing members. The concern of some leaders for the advancement of
the church and God's work appears to be artificially put-on to
appease church members at certain times.
The lack of a coordinated program with established priorities
is definitely lacking in Canada. Each manager is out to do him
self good without the overall best interests of the church
across Canada. This is especially true in the Education field.
Two families in the church seem to run everything and have nearly
all the 'final' say on most things.
I have the utmost confidence in the leadership of our brethren.

Instrument Evaluation
Good Survey!
It was a little hard to put a mark for some of the questions.
A fair number of questions were quite difficult to fit into
this organizational structure.
I wish these questions could have been modified to specifically
simulate church/conference situations. As they are, the answers
may be different for local church vs. conference administration.
I answered with the local church in mind.
I found several categories that I would have preferred a 'would
prefer not to comment' choice as an answer. Many questions
would receive different opinions as applied to different groups
particularly in section B.
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I don't really understand some of these questions but tried to
do my best.
Too vague.
It is very hard to transfer the original use for business
organizations to a spiritual organization.
There were several variously stated comments which suggested
that the questionnaire could be improved for easier application to
the church.

Some suggested a neutral position answer.

There was

evidence in some cases that the questionnaire was rather lengthy.
Less precise and definite checking was evident toward the end of
of some questionnaires returned.

Some criticized the instrument

because they weren't sure whether to evaluate the local church or the
conference.

Some of the more positive assessments were typified by

the following comments by one respondent:
I believe you have undertaken a very important assignment.
I do hope that in some small measure this could have helped.
Thanks for offering me the opportunity of participating, it
has increased my awareness.
Another states:
Our church has been holding meetings on the very topic that
has caused you to do research. . . .
I am extremely inter
ested in this.
Finally:
I appreciate your effort to assess the climate of the church in
Canada; it is something that needs assessing.

Reasons for Non-responses
I have not returned this questionnaire because I feel it is
too negative.
I would like to see one made up which stresses
the advantages of being a part of the church triumphant.
Sorry, but I just don't enjoy this sort of questionnaire; I'm
not much of a griper.
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The questions not answered seemed to be not applicable and did
not know about them.
Some questions I find hard to relate to the church organization;
therefore, I left them blank.
I did not have feelings one way or the other.
Many questionnaires indicate apparent indecision on the
part of the respondents.

There were question marks indicating lack

of understanding of the items.

In many instances the backs of cer

tain pages were inadvertently not filled in while the other frontfact pages were filled entirely.

Some respondents after the follow-

up letter indicated they had forgotten to send it in in the first
instance.

Others revealed they had lost the original.
Aside from the comments indicating ambiguity and other inade

quacies of the instrument, the general impression given is, that the
majority of non-responses are due to some indecisiveness of the sub
jects along with human-error factors.

Summary
Data presented in the statement analyses sub-section, the
orientation statement of findings sections, and in the hypotheses
discussion sections reveal that the selected members of the Seventhday Adventist Church in Canada perceive the pattern of organizational
climate to consist of the nine factors of organizational climate in
the following relational orientation:
1.

Structure is perceived to be in a positive orientation

in the organizational climate pattern.

This indicates that the res

pondents perceive that the organization places positive value on such
things as constraints in the group, rules and regulations, "red-tape"
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procedures and going through channels.

A negative orientation would

have indicated a more loose and informal climate.
2.

Responsibility is perceived to be in a negative

orientation in the organizational climate pattern.

This suggests

that the respondents perceive that the organization minimizes the
need of individuals to feel that they are personally responsible as
to work assignments in the church setting.

It implies that the

organization to some degree maintains a "double-checking" practice
in decision making.

Jobs to be done in the church setting are

regarded as a matter of collective responsibility rather than
individual accountability.
3.

Reward is perceived to be in a positive orientation

in the organizational climate pattern.

This reveals the perception

that the selected members feel they are rewarded in the organiza
tion for jobs well done and that the positive rewards overshadow
punishments for mistakes or failures to achieve objectives.
4.

Risk.

This study advises caution in locating the risk

factor in the organizational climate.

Perceptions are so nearly

divided that it is only with reservation that it places the factor
in negative orientation in the pattern of organizational climate.
To whatever degree it is valid, on the basis that risk takes a low
profile in the pattern, the indication is that the organizational
climate is not primarily classified as allowing for risk-taking.
Playing it safe is regarded to be the best way to operate.
Challenge on the job and in the organizational life is minimized
by this orientation of the risk factor.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

132
5. Warmth is perceived to be in a very positive orientation
in the organizational climate pattern.

The evidence is that

feelings of general good fellowship prevail in the atmosphere.
Emphasis is placed on being well-liked, and the organization
apparently is characterized as consisting of friendly and informal
social groups.
6.

Support is perceived to be in a positive orientation

in the organizational climate pattern.

The selected church members

have responded in the direction that leadership personnel and
fellow church members are helpful to each other in the church
organization.

There is perceived to be an emphasis on mutual

support from above and below in the organization.
7. Standards are perceived to be in a positive orientation
to the pattern of organizational climate.

The intimation is that

importance is placed upon implicit and explicit goals and per
formance standards in the organization.

There is emphasis on doing

good work, not only from leadership, but also from and through
personal attitudes and group objectives.
8. Conflict is perceived to be in a very negative orienta
tion

in the organizational climate pattern.

The overtones of this

perception are that leadership persons and fellow church members
are not anxious to hear different and divergent opinions.

There is

perceived to be a lack of emphasis placed on getting problems out
in the open.

There is here a suggested tendency to smooth problems

over and to possibly ignore them.
9. Identity is perceived to be in a very positive orienta-

Reproduced with permission o f the copyright owner. Further reproduction prohibited without permission.

133
tion in the organizational climate pattern.

An extrapolation of the

data is that the selected church members feel that they belong to an
organization, and that importance is placed upon the idea that they
are valuable members of a working team.
The findings in this chapter formulate a structural base
for the practical conclusions and recommendations in the following
chapter.
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CHAPTER V
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

This chapter provides a summary of the study and the con
clusions and recommendations based on the data of the descriptive
research, along with the conceptualizations of related research.

Summary of the Study
For several years now, responsible leaders in education,
business, and industry have been focusing attention on the effects
of the environment on the motivation and productivity of workers.
It has been shown, by many studies, that particular environments
either inhibit or enhance innovations which lead to increased pro
ductivity.

Alive and thriving organizations are thus encouraged

to develop systems which identify and ensure that creative minds
rise to the top.

Further, premiums must be attached to innovative

ideas in order to bring about viable change in the organization.
The climate of an organization has to do with all the planned and
unplanned, recognized and unrecognized stimuli that are brought to
bear upon the experiences of the people in the organization.
In this study 353 leading church members responded to
statements which revealed their perceptions of the organizational
climate in the Canadian Union Conference of Seventh-day Adventists.
These responses have been interpreted, with the help of related
13A
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research in other organizations, to develop a profile of the current
perceived organizational climate in Canada.
The patterned profile resulting from this study reveals that
the respondents perceive the organizational climate to be positively
oriented in respect to structure, reward, warmth, support, standards,
and identity.

It shows also that the climate is perceived to be nega

tively oriented in respect to responsibility, risk, and conflict.
Based on these perceptions, this study generally concludes
that the organizational climate of the Seventh-day Adventist Church
in Canada is moderately structured and formal.
affiliation and in mutual support.

It is high in member

On the other hand it tends to be

theoretically resistant to change and open creativity, since risk and
conflict necessarily should be positively oriented in a creative
environment.

The lower level of personal responsibility to the organ

ization, as evidenced by the resultant profile, is an expected outcome
in an organization that is not characteristically pre-disposed to
innovation.
Based upon all the evidence provided by this study, it
appears that there is a need for the improvement of the organizational
climate for creativity in the Seventh-day Adventist Church in Canada.
The data collected and analyzed indicate that certain climate factors
require a more positive orientation in the organizational climate, in
order to enhance creativity in the church.
Although the evaluative research results have guided the
conclusions and recommendations of t

; study, the questionnaire,

pending a thorough process of research evaluation and specific devel
opment in reference to the church organization, should be viewed only
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as a survey which has not yet demonstrated validity as a measure of
organizational climate for creativity.

The results of this study

must be regarded merely as a promising beginning.

Definite general

ized conclusions about creativity in the organizational climate of
the Seventh-day Adventist Church can only be obtained through con
trolled experimentation.
The conclusions and recommendations which follow are offered
in a positive spirit toward re-grouping the church's resources in
making it an organization which indeed has a creative climate.

Conclusions and Recommendations
The purpose of this study was to identify the leadership's
perceived pattern of the organizational climate for creativity in
the Seventh-day Adventist Church in Canada.

The study addressed nine

climate factors which generally are accepted as pertinent to organi
zational climate.

The nine climate factor orientations in the pattern

were determined and assessed by questionnaire responses to the several
specific statements under each factor heading.
In the discussion which follows, answers to the following two
questions are presented as conclusions.

What is the orientation of

each climate factor in the perceived pattern of the organization cli
mate for creativity?

What are the strengths and weaknesses of the

perceived orientation of each climate factor in the pattern of the
organizational climate for creativity?
Answers to the following two questions are presented as
recommendations.

What changes in the organization might improve the

orientation of the climate factors in the pattern of the organiza
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tional climate for creativity?

What climate factor orientation

changes might improve the perceived pattern of the organizational
climate for creativity?
Where considered appropriate, a discussion follows selected
conclusions and recommendations.

The discussions are intended to

clarify or amplify certain conclusions and recommendations.

1.
Conclusion:

Structure

The positive orientation of the structure

factor in the pattern of the organizational climate for creativity
is basically desirable.

However, there is a perceived moderate lack

of organizational planning in the organization.
Indications are that the leading church members feel that
there are not an overabundance of constraints in the organizational
climate.

Rules and regulations are not highly emphasized, which if

they were, would be inhibitive to new and original ideas receiving
consideration.

Red-tape is kept to a minimum in the organization,

and so is the need for going through channels regarded as not
maximized.
Litwin and Stringer (1968, p. 47) indicate that research
has offered that highly structured organizational patterns predict
minimal risk-taking.

It would appear that the church organization

has a climate with respect to structure which allows for moderate
risk-taking— a necessary quality in a climate for creativity.

This

does not indicate that such a structure climate is utilized for
creativity.

In fact, there is some indication that more purposeful

organizational planning would be appreciated.
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Recommendation:

Retain the level of structural clarifi

cation without allowing structural maintenance to further inhibit
risk-taking or other creative activity on the part of church members.
On all levels of the church organization, emphasis should be placed
on well-considered, open planning of the church programs.
Organizational climate research supplies evidence that the
lines of authority and role clarification of persons in the organi
zation must not become ambiguous.

Neither must the structure become

so paramount that it inhibits social warmth and spontaneity.
McFarland (1970, pp. 518, 519) warns that structure "may block com
munication by setting up confusing lines of authority."

While the

structure must be in good repair to provide linkages between leaders
and helpers; to clarify the distribution of rights, powers, and
expectations, it should not be emphasized completely.

Argyris (1964)

says:
If followed completely, the organizational structure with
its values about effective interpersonal relationships, would
tend to create a managerial world in which there is (1) an
increase in not owning, not being open, not taking risks; (2)
an increase in conformity, dependence, external commitment;
and (3) an increase in organizational defenses, interdepart
mental rivalries, and less effective decision making (p. 109).
McFarland (1970, p. 152) admits that "the central adminis
trative problem in planning is to create an organizational climate
in which planning thrives and can become effective."

He says that

some administrators feel that planning is useless because it looks
useless.

This idea is derived from the fact that planning involves

so little overt physical effort that often a planner appears to be
doing nothing, and "this runs counter to the old-fashioned concept

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

139
of keeping all employees busy all the time" to get the most service
out of them.

McFarland further postulates that, "It can be expected

that as the science of management accumulates better insights and
more knowledge, views of this kind will gradually recede" (p. 152).
With an emphasis on effective planning, the perceived
orientation of the structure factor in the organizational climate for
creativity would doubtless escalate positively.

Keeping other human

factors and creative conditions under consideration, this would be an
improvement of the pattern.

2.
Conclusion:

Responsibility

The negative orientation of the responsibility

factor in the perceived pattern of the organizational climate for
creativity is undesirable.

It appears that the majority of leading

church members are achievement oriented, and that the low perception
of personal responsibility in the organization is the result of mini
mal actual participation in the decision-making process at the "grass
roots" level.
The respondents in this study have responded in a way which
says that they perceive that the members of the organization are not
adequately given personal responsibility to achieve their part of the
organization's goals.

They do not feel that they can make decisions

and solve problems without checking with superiors nearly each step
of the way (Kolb, et al., 1974, p. 79).
Research studies (Litwin and Stringer, 1968, p. 51) have
shown that a low profile of responsibility in an organization results
in depression and demotivation of the personnel.

Workers seem neither
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to want nor to need opportunities to grow.

It is reported that job

satisfaction, mental health, and level of performance are all directly
related to the opportunities for self-expression, self-control, par
ticipation, individual freedom, and responsibility, presented by the
organizational climate.

Argyris (1964) emphasizes that the responsi

bility factor is a crucial dimension in the integration of the indi
vidual and the organization.
It has been found, through empirical studies, that indivi
duals who prefer working situations which allow higher levels of
personal responsibility for their behavior and its consequences,
possess a high need for achievement (Litwin and Stringer, 1968, p. 49).
These are the ones who need to have a significant part in the decision
making process.
In the field or organizational climate, it is generally con
ceded that acceptance of decisions is the greatest by the persons who
make them.

If leaders or administrators make the decisions, it

follows that they will be the most supportive of those decisions and
most likely to carry out the responsibilities of implementation.
Others who had little or nothing to do with the making of those
decisions, will tend to be irresponsible toward them.
Hayes (1962) from their research say:

Maier and

"When subordinates partici

pated in a decision they, too, accept it, feel responsible for it,
and derive additional job satisfaction" (p. 175).
The negative orientation of the responsibility factor in
the organizational climate of this study, would support the idea
that in the church organization of Canada, there is a lack of church
membership participation in the decision-making process.
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Recommendation:

Through church leadership seminars, edu

cate the church membership in concepts of individual responsibility;
emphasizing that the organization's resources are in the hands of
all church members.

To support this premise, the organizational

administration must demonstrate that the working practice of the
church is participative rather than hierarchical.
Litwin and Stringer (1968, p. 51) give the assurance that
an organizational climate, which emphasizes and practices individual
responsibility, will experience greater group loyalty, higher group
flexibility and higher group performance standards.

This kind of

climate will not encourage individual power "grabbing" since the
power is shared by the many members of the group.

It provides for

little opportunity for, and little reward and recognition of, per
sonal attempts to attain secure status positions at the expense of
the other members of the group.
Often it is expressed by the non-ministry church members,
that the responsibility for change and growth in the church is
determined by the leadership.

A shift in emphasis at this point is

recommended so that the "grass-roots" church members recognize that
the impetus for change and growth is with them.

Maier and Hayes

(1962) emphasize the effect of such a shift by saying:
The resources of the group consist of information and
opinions, as well as the thinking ability of different per
sons. If these resources are effectively utilized, the end
product can be better— even creative (p. 176).
Likert (1961, pp. 61-69) reports that in an experimental
test by the Institute for Social Research, which compared a partic
ipative program and a hierarchically controlled program, when more
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general supervision and increased participation were provided, the
organizational workers' feeling of responsibility to see that the work
got done increased.

In this case, "observations showed that when the

supervisor was away, the employee kept on working."

Whereas, "in the

hierarchically controlled program, the feeling of responsibility
decreased and when the supervisor was absent the work tended to stop"
(p. 65).
Likert (1961, pp. 224, 225) says that an organization char
acterized as managerially participative, will consist of individuals
who feel real responsibility for the organization's goals and are
motivated to behave in ways to implement them.
To answer the concern of this section, the church organi
zation should emphasize the need of leadership in conferences and
churches to take the role of "helpers" rather than "directors."

In

this environment, the work of the church will be more constant whether
the leadership is present or absent at any given point in time.

3.
Conclusion:

Reward

The positive orientation of the reward factor

in the perceived pattern of the organizational climate for creativity
is desirable, but in need of improvement.
Studies have advanced the conclusion that organizational
climates which are oriented toward giving reward, rather than dealing
out punishment, are more likely to arouse expectances of achievement
and affiliation and to reduce the expectancies of fear of failure
(Litwin and Stringer, 1968, p. 54).

This conclusion is much in par

allel with the findings of this study.

It has shown that the
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organizational climate studied is perceived to be highly positive in
such affiliation dimensions as warmth, support and identity (see
figure 1).

However, areas of achievement— responsibility, risk, and

conflict— show negative orientations.
The meaning of this disparity is given by Litwin and
Stringer (196S, pp. 54-56).

Research has shown that organizations

which reward workers by warm, close interpersonal relationships
arouse only the concommitant personal feeling toward the organization.
Thus, affiliation oriented people are particularly motivated posi
tively.

The high achievers in an organization are not interested in

general approval and reward unrelated to their accomplishments, but
they are motivated by performance-based rewards.
Recommendation:

Emphasis should be placed on work-

performance rewards rather than on the approval of non-task behaviors.
Study should be given toward implementing a system whereby promotions
are based more fully on work-performance than on subjective elements.
A performance-based reward climate would not be expected to
arouse the affiliation motive.

The persons who value friendliness

and warmth are only stimulated when they perceive that their striv
ings will lead to warm, close interpersonal relationships.

On the

other hand the persons concerned with achievement in the organization,
are stimulated by a reward system which is "objective," specific,
prompt, and performance-oriented (Litwin and Stringer, 1968, pp. 5455).

Fromkin and Sherwood (1974, p. 159) add that motivation toward

organizational growth is achieved by "setting specific goals— goals
that represent challenge."

Along with the goals must come the confi

dence that the intentions can, in fact, be carried out successfully
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and that the success will be sufficiently objective to be observed
by others.
In the more vernacular, it is recommended that the reward
factor would be more soundly oriented in the organizational climate
for creativity, if there were less "back slapping" expressions on
subjective-feelings-bases, and more concrete, performance-based
objective rewards given for work well done.
Litwin and Stringer (1968) report that other related research
by Veroff and Uleman points out that general social and personal
recognition on the subjective level tend to "legitimize the goals of
power-motivated individuals and thus increase the salience of the
power motive syndrome" (p. 55).

This proposition is a valid caution

in that modern theories of organizational climate for creativity
emphasize the importance of the minimization of authoritarianism and
the "power motive syndrome."

4.
Conclusion:

Risk

The negative orientation of the risk factor in

the perceived pattern of the organizational climate for creativity is
undesirable.

This orientation suggests that the organizational cli

mate inhibits creativity and growth in the organization.
Respondents in this study have shown that they perceive the
Seventh-day Adventist Church organization in Canada as perpetuating
a climate without a clear sense of risk-taking and challenge.

Cal

culated risks are not generally encouraged; playing it safe is
judged to be the best way to operate.

This conclusion also supports

C-4 which postulates that the majority of selected church members in
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the Seventh-day Adventist Church in Canada are achievement oriented.
McClelland (1962) concluded from his research, that achievement
directed people manifest concern for the setting of achievement goals
and the taking of calculated risks in order to get real satisfaction
from their work environment.
In the business world there is a general endorsement of the
principle that for success, an organization "must make it possible
for people at various levels in the organization to take risks" (Berg,
1965, p. 83).

Pressures against risk-taking must be minimized if new

ideas and achievements are to be realized.

Litwin and Stringer (1968)

summarize:
Thus environmental conditions regarding risk and risk taking are
likely to be important determinants of achievement motivation
and achievement-related behavior. Climates that allow and empha
size moderate, calculated risk taking will arouse no achievement.
Climates that tend to stress a conservative approach to tasks and
climates that legitimize blind speculation without planning for
the future will frustrate and weaken achievement motivation
(p. 62).
Recommendation:

Place primary values on divergent thinking

versus convergent thinking, and allow for organizational slack, thus
encouraging innovation on all levels of the organizational structure.
Harold Guetzkow (1965) says, "The greater the organizational
slack, with its increased capability of absorbing errors and ethos
for risk-taking, the greater the propensity for innovation" (p. 39).
Creativity pushes thought into unexplored areas, thus cre
ative ideas are subject to error.

New ideas, by definition have not

been tried before, and have a certain likelihood of being impracti
cal.

However, in order to meet new challenges, new ideas must be

verified or discarded through careful research.
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Studies have shown that when an organization has little
slack— willingness to tolerate risk-taking which may fail— the cli
mate is unfavorable for innovation (Steiner, 1965, p. 39).
taking is legitimate, and expected in viable organizations.

RiskThe

organizational policies must communicate norms so that individuals
may properly talk about their failures as well as successes in
innovation.
Since the church organization must survive in the short run
in order to benefit from innovation in the long run, the pressure to
remove organizational slack when the organization encounters immedi
ate difficulty in an adverse environment, is very real.
then that innovation is needed.

Yet, it is

A paradox is then obtained:

during

times of stress, just when creativity is needed, some of the slack
conducive to innovation is taken up.
It would seem that the church organization in Canada must
constantly reassess its apparent "holding pattern" and develop sys
tems which turn crises into challenges toward new development.

5.
Conclusion:

Warmth

The positive orientation of the warmth factor

in the perceived pattern of the organizational climate for creativity
is generally helpful.
The leading members of the church organization in Canada
perceive feelings of general good fellowship prevailing
organizational environment.

in the

Apparently the respondents have generally

experienced being well-liked, and there is a prevalence of friendly
and informal social groups.

Blake and Mouton (1967) underscore the
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benefits of such a climate in an organization.

"Thoughtful attention

to needs of people for satisfying relationships leads to a comfort
able friendly organization atmosphere and work tempo."
French (1970, p. 106-107) draws out the point that sometimes
emphasis on the human factor can displace emphasis on production.
Other researchers have valued warmth in the organization in the con
text of getting the task of the organization done effectively.

Litwin

and Stringer (1968, p. 52) counsel that a climate which is more condu
cive toward achievement is the supportive climate (see the support
section discussion).

Warmth and friendliness may, in fact, reduce

various forms of work-related anxieties, but there is no evidence of
the warmth factor fundamentally arousing achievement in the organi
zation.

Warmth and friendliness may assist creativity in the organi

zation that fears of unacceptance of new ideas are minimized.

However,

warmth in itself does not encourage innovation.
Recommendation:

Retain emphasis of the warmth factor in the

organizational climate, but do not camouflage growth and innovation
by excessive valuing of the human factor.

Emphasize the need for

organizational productivity with or without the presence of warmth.
There should be a general awareness of the dangers of warmth in that
complacency can result in the context of comfort while in fact chal
lenges may be present but remain unmet.

6.
Conclusion:

Support

The positive orientation of the support factor

in the perceived pattern of the organizational climate for creativity
is desirable.
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McFarland (1970) states that in studies which he has observed,
the suggestion is strong "that the most important influence on organi
zation climate is the manager's leadership style" (p. 555).

This

would indicate that for an enhancement of the support factor, the
organizational leadership styles are the main determinants of success.
Many researchers (Litwin and Stringer, 1968, p. 53) have found that
supportive personal relationships in organizations are established by
leadership which takes a personal interest in "subordinates" and
expresses understanding of them.

Likert (1961) says:

Supportive behavior by the superior includes, of course,
patient understanding, unselfishness, concern for the wel
fare of subordinates on the job and off the job, and a
desire to obtain and use the ideas and experience of sub
ordinates (pp. 137, 138).

7.
Conclusion:

Standards

The positive orientation of the standards factor

in the perceived pattern of the organizational climate for creativity
is cautiously acceptable.
The data obtained in this study reveals that those surveyed,
perceive that the organization places importance on implicit and
explicit goals and performance standards.

There is emphasis on doing

a good job and there is challenge represented in personal and group
goals.
It is at this point that there is the greatest challenge in
balancing the organizational climate for creativity.

Organizational

leadership is encouraged in the literature to continuously monitor
perceptions of standards by using some form of feedback communi
cation.

Bower (1965) says:
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Innovation thrives in an atmosphere that stimulates people to
express themselves freely and to deal with each other in an
open, non-political manner. The atmosphere must, at the same
time, be a demanding one. The "soft" atmosphere, with low per
formance standards, nurtures ideas little better than the mono
lithic structure with the authoritarian chief executive (p. 177).
Research (Litwin and Stringer, 1968, pp. 58, 59) reports
that experimentation shows that high standards tend to increase per
formance particularly in the field of education.

Confidence in

people toward the achievement of certain goals fosters greater effort
toward reaching those objectives.

There is an element of self-

fulfilling prophecy in high expectations.

However, it must be empha

sized that high standards in the absence of support and other affiliative factors, tends to decrease creativity.

Also when standards are

maintained without allowance for conflict, feedback, and risk-taking,
there is likewise a decrease in creative activity.
The profile (figure 1) could be interpreted as revealing that
the perceived organizational climate is balanced as to warmth, support
and identity associated with standards, but that the negative orien
tation of risk, responsibility, and conflict inhibit to some degree the
overall organizational climate for creativity.

8.
Conclusion:

Conflict

The negative orientation of the conflict factor

in the perceived pattern of the organizational climate for creativity
imposes a serious limitation on the overall climate for creativity.
Authorities in the field of creative environment assessment
generally agree, that disagreement or expressed conflict of opinion
are stimulators of further exploration on a given subject.

The in-

depth search for resolution can lead to a final decision which might

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

150
be an innovation or compromise which none of the individuals had con
sidered at the outset (Maier and Hayes, 1962, p. 180).
Differences in point of view indicate the potential dangers
of hasty decisions. Fortunately, the more the points of view
differ, the greater the amount of exploration that disagree
ment stimulates. . . . Studies show that group problem solv
ing is upgraded by introducing conditions that promote disagree
ment and remove the power advantage of the leader (Maier and
Hayes, 1962, p. 180).
From the profile resulting from the data of this study, it
is evident that the large majority of respondents feel that church
leaders and fellow church members do not generally wish to hear diff
erent opinions.

There is not an adequate emphasis in the organization

on getting problems out in the open.

It appears that there is a feel

ing in the church organization toward smoothing problems over or ignor
ing them.

These elements indicate a closed system of organizational

operation which, according to creativity researchers, tends to inhibit
innovativeness and creative growth in an organization.
Recommendation:

In the educative process of the church

organization, deliberate attempts should be made toward the develop
ment of positive attitudes toward conflict in the organization.
Experience and empirical research has shown that conflict is
not only a part of life, it is a necessary part of life.

Morris and

Sashkin (1976) report:
Scholars and skillful managers now generally agree that some
conflict is (a) unavoidable (b) necessary, and (c) in and of
itself neither good nor bad. Because people are invariably
different, to a greater or lesser degree, in their appearance,
attitudes, values, and goals, conflict is unavoidable. Because
new ideas, practices, and solutions to problems are often the
result of conflict (in one form or another), conflict is
necessary for the growth and development of individuals, groups,
and organizations. And, while the consequences of conflict may
be quite negative the outcomes can also be quite positive.
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Whether outcomes are bad or good often depends on how the
conflict is handled; thus,' negative outcomes are not usually
’inevitable' (p. 175).
Special attention given to the subject of conflict manage
ment in the church organization would result in more positive percep
tions of church members with respect to conflict.

A beneficial result

of such a shift would be the realization of new ideas, along with
resolution of organizational problems through verbalizing in a nonrecriminatory climate.

9.
Conclusion:

Identity

The positive orientation of the identity factor

in the perceived pattern of the organizational climate for creativity
is desirable.
Of all the climate factor orientations, identity is located
most positively.

This reveals the feeling of the respondents that

they belong to an organization and that they are valuable members of
the working team.
Litwin and Stringer (1968, pp. 60, 61) point out that in
their research, when group loyalty and feedback, along with individual
feedback was emphasized in organizations, there was a very significant
increase in personal performance, interpersonal sensitivity, and task
organization amongst the personnel.

Achievement-and-affiliation-

oriented people function well under group loyalty and identification
conditions.

It is concluded on the other hand that power-seeking

individuals become frustrated by the emphasis on group identity.
It would appear from the data that the organizational climate
is well suited to group interaction and ideation.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

152
There is a caution offered in related literature, which sug
gests that while high identity or cohesiveness in an organization is
helpful in some aspects, there is a danger in its over-emphasis.
McFarland (1970) states:
The existence of cohesiveness may be at least in part an
indication of the general level of morale, but extremely
high cohesiveness is not necessarily entirely good for an
organization, since it may introduce undue rigidity and
foster resistance to change and to outsiders with new
ideas (p. 537).
Recommendation:

Special attention should be given toward

establishing groups in the organization with problem-solving tasks.
Ernest C. Miller ("Yea Team!" 1975, p. 6) offers the gen
eralization that "organizations would have more control, greater
employee cohesiveness, and improved motivation if they were designed
around groups rather than individuals."

He acknowledges the dangers

in going "all-out" for the group-task concept because too much group
work can cause a loss of clear formal individual leadership.

Never

theless there are counterbalancing advantages when groups are based
on innovative goals.
Group work in the direction of brainstorming can be very
productive for organizational creativity.
The new direction for the World Church as explicated in
The Ministry (Annual Council Action, December, 1976) outlines many
concepts and recommendations which parallel the recommendations of
this study.

For example, it is stated that "more attention shall

be given to the voices of lay experts in the organizational struc
ture, so that those called and ordained to the ministry may devote
themselves to the ministry" (p. 7).
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Further,
Methods shall be developed for training lay-persons of
talent in order that they may lead the local church in areas
such as those listed here, which will have the effect of free
ing the pastor for his unique role:
(1) Financial management
(2) Church school management (3) General church administration
(A) Certain departmental programs (p. 9).

General Recommendation of the Study
It is the general recommendation of this study that, in order
to achieve the aims and goals of the 1976 Annual Council as stated in
the article, specific educational strategies must be implemented in
the church in Canada.

Ministers of the church along with leading

laity should be sponsored to attend professional conferences or con
ventions on organizational management.

Church leadership at all

levels of administration should implement seminars for leading church
members with the purpose in mind to educate the church membership in
concepts and practices of creative organizational climate.
In the opinion of the researcher of this study, the estab
lishment of an organizational climate— characterized as creative—
should be a priority item on the developmental agenda of the Seventhday Adventist Church in Canada.
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(Letter of Transmittal)

April 15, 1977

Dear Fellow Church Worker:
The attached questionnaire concerned with organizational climate
is part of a research study being carried on by Elder Douglas
Devnich, a Doctoral student of Andrews University. He is now the
pastor of the church on the campus of Canadian Union College.
This project is concerned specifically with measuring the
perceived organizational climate of our Church in Canada. The
results of this study will help to provide information useful
in the development of a better climate for creativity in the
Church. It will make possible the implementation of more
effective and meaningful plans and programs in the Church.
We are particularly desirous of obtaining your responses because
your experience in Church work will contribute significantly toward
meeting some of the challenges we face in this important area of
Church life. The enclosed Litwin-Stringer questionnaire has been
used in other organizations and it will doubtless be effective in
helping our organization in assessing its strengths and weaknesses.
It should take you approximately fifteen minutes to fill out the
questionnaire.
It will be appreciated if you will complete the questionnaire
prior to May 15 and return it in the stamped envelope enclosed.
Other phases of this research cannot be carried out until we
complete analysis of the questionnaire data. We would welcome any
comments that you may have concerning any aspect of the organiza
tional climate in the Seventh-dav Adventist Church not covered in
the questionnaire. We will be pleased to send you a summary of
questionnaire results if you desire. Thank you for your coopera
tion.
Sincerely yours,

L. L. Reile, President
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(Follow-up Letter)

Box 6
Lacombe, Alberta
TOC ISO
May 15, 1977

Dear Friend:
All of us are busier these days than we should be, and most of
us have a hard time keeping abreast of those obligations which
are essential and required. We know how the little extras
sometimes receive our best intentions, but we also know that,
in reality, none of us have the time which we would desire to
fulfill these intentions.
Along with a letter from Elder Reile, we sent you a questionnaire
with a postpaid return envelope. Perhaps you set it aside to
complete later, or you may have forgotten— anyone of dozens of
contingencies could have happened.
In any event, we are anxious for your reply. We are sure you
will try to find 15 minutes somewhere in your busy schedule to
check the several items in the questionnaire and drop it in the
nearest postal box. A fair number have been returned. We'd like
to get them all back. Will you help us?
Thanks.

We shall appreciate your kindness.
Very sincerely yours,

D. Douglas Devnich
DDD:ai
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PLEASE READ THIS PAGE CAREFULLY BEFORE PROCEEDING
TO FILL OUT THE QUESTIONNAIRE

Since this questionnaire has not been changed from the original used
in business organizations, you will need to adapt some of the word
usage to fit the church organization.
1.

When the term "jobs" is used, consider it to be a
reference to your participation in church life,
whether as an employee or as a volunteer participant
in church related activities.

2. Words like "business", "company", etc. should be
understood as making reference to the church
organization.
3. Statements relating to "productivity" should be
interpreted as a reference to spiritual growth,
membership increase, church program success, etc.
4. References to "management", "supervision", "boss",
etc. should indicate the sphere of church life that
has the immediate responsibility over your position;
e. g. Church elders, pastors, conference officers,
etc.
5. Statement F 2 speaks about your "career aspirations".
You may apply chis to your aspirations for service
in the church.
Thank you!
P.S.

Please fill in your responses independent of any discussion
with other people.
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THE LITWIN-STRINGER IMPROVED CLIMATE QUESTIONNAIRE
Used by permission (c) 1968 by the President and Fellows of
Harvard College.
STATUS:

Check ( v^)

RESIDENCE:

Check

S 1

Layman

R 1___Alberta

S 2

Pastor

R 2

British Columbia

S3___Departmental director

R 3

Manitoba-Saskatchewan

S4

R 4

Maritime Provinces

Conference executive

R 5___Newfoundland

(For purposes of this study,
denominationally employed
workers who are not pastors,
departmental directors or
conference executives, should
check the status they most
recently served.)

R 6___Ontario
R 7___Quebec

For each statement please indicate your response by a check (
Example:

Definitely
Agree

The members of this Organi
zation appreciate good
literature
A 1

The jobs in this organi
zation are clearly
defined and logically
structured.

A 2

In this Organization
it is sometimes unclear
who has the formal
authority to make a
decision.

A 3

The policies and organi
zation structure of the
Organization have been
clearly explained.

A 4

Red-tape is kept to a
minimum in this
Organization

Inclined Inclined Definitely
to Agree tc Disagree Disagree

v

_____

159
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Definitely
Agree
A 5

Excessive rules, ad
ministrative details,
and red-tape make it
difficult for new and
original ideas to
receive consideration.

A 6

Our productivity some
times suffers from
lack of organization
and planning.

A 7

In some of the projects
I've been on, I haven't
been sure exactly who
my boss was.

A 8

Our management isn't so
concerned about formal
organization and authority,
but concentrates instead
on getting the right people
together to do the job. __

B 1

We don’t rely too heavily
on individual judgment in
this Organization;
almost everything is
double-checked.

B 2

Around here management
resents your checking
everything with them; if
you think you've got the
right approach you just
go ahead.

B 3

Supervision in this
Organization is mainly
a matter of setting
guidelines for your
subordinates; you let
them take responsibility
for the job.

Inclined Inclined Definitely
to Agree to Disagree Disagree
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Definitely
Agree
B 4

B 5

You won't get ahead in
this Organization un
less you stick your
neck out and try things
on your own sometimes.

Inclined
Inclined Definitely
to Agree to Disagree
Disagree

_____

_____

______

_____

Our philosophy emphasizes
that people should solve
their problems by
themselves.
_____

_____

______

_____

B 6

There are an awful lot
of excuses around here
when somebody makes a
mistake.

B 7

One of the problems in
this Organization is
that individuals won't
take responsibility.

C 1

We have a promotion
system here that helps
the best man to rise
to the top.

C 2

In this Organization the
rewards and encourage
ments you get usually
outweigh the threats
and the criticism.

C 3

In this Organization
people are rewarded in
proportion to the ex
cellence of their job
performance.

C 4

There is a great deal of
criticism in this
Organization.

C 5

There is not enough
reward and recognition
given in this Organiza
tion for doing good work.
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Definitely Inclined
Inclined Definitely
Agree
to Agree to Disagree Disagree
C 6

D 1

If you make a mistake
in this Organization
you will be punished.

_____

_____

______

_____

The philosophy of our
management is that in
the long run we get
ahead fastest by
playing it slow, safe,
and sure.

_____

_____

______

_____

D 2

Our business has been
built up by taking
calculated risks at
the right time.

D 3

Decision making in
this Organization is
too cautious for
maximum effectiveness.

D 4

Our management is
willing to take a
chance on a good idea.

D 5

We have to take some
pretty big risks occa
sionally to keep ahead
of the competition in
the business we're in.

El

A friendly atmosphere
prevails among the
people in this
Organization.

E 2

This Organization is
characterized by a
relaxed, easy-going
working climate.

E 3

It's very hard to get
to know people in
this Organization.

E 4

People in this
Organization tend to
be cool and aloof
toward each other.
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Definitely Inclined Inclined
Definitely
Agree
to Agree to Disagree
Disagree
E 5

There is a lot of warmth
in the relationships
between management and
workers in this
Organization.

F 1

You don't get much
sympathy from higherups in this Organization
if you make a mistake.

F 2

Management makes an
effort to talk with you
about your career
aspirations within the
Organization.

F 3

People in this
Organization don't
really trust each
other enough.

F A

The philosophy of our
management emphasizes
the human factor, how
people feel, etc.

F 5

When I am on a difficult
assignment I can usually
count on getting
assistance from my boss
and co-workers.

G 1

In this Organization
we set very high
standards for
performance.

G 2

Our management believes
that no job is so well
done that it couldn't
be done better.

G 3

Around here there is a
feeling of pressure to
continually improve our
personal and group
performance.
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Definitely Inclined Inclined Definitely
Agree
to Agree to Disagree Disagree
G 4

Management believes that
if people are happy,
productivity will take
_____
care of itself.

G 5

To get ahead in this
Organizaiton it's more
important to get along
than it is to be a high
producer.

G 6

In this Organization
people don't seem to
take much pride in
their performance.

H 1

The best way to make
a good impression around
here is to steer clear
of open arguments and
disagreements.

H 2

The attitude of our
management is that
conflict between
competing units and
individuals can be
very healthy.

H 3

We are encouraged to
speak our minds, even
if it means disagreeing
with our superiors.

H 4

In management meetings
the goal is to arrive
at a decision as
smoothly and quickly
as possible.

I 1

People are proud of
belonging to this
Organization.

12

I feel that I am a
member of a wellfunctioning team.

_____

______

_____
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Definitely Inclined Inclined Definitely
Agree
to Agree to Disagree Disagree
I 3

14

As far as I can see,
there isn't very much
personal loyalty to
the company.__________________

_____

______

_____

In this Organization
people pretty much
look out for their
own interests.

_____

______

_____

_____

Comments:
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A Subsidiary Study on the Historical Scope
of the Creative Role of Members in the
Seventh-day Adventist Church
Seventh-day Adventist historians consistently begin their
reviews of the rise and development of the Church, with William
Miller.

A. W. Saplding (1961) recounts the origin of Seventh-day

Adventists by describing the personhood of William Miller.
In 1831 William Miller, a farmer of Low Hampton, New York,
persuaded by fifteen years of intensive study of the Bible
prophecies that the Advent of Christ was at hand, felt
impelled by the Spirit to declare his views. Miller,
though neither educated for the ministry nor versed in the
subtleties of dialectics, had nevertheless some eminent
qualifications for his unexpected role. He was widely
read, especially in history; he had early evinced literary
and oratorical ability; he had a talent for persistent and
careful research; and above all, he was sincere and deeply
in earnest. He was highly respected for his sterling qual
ities, and in the coming years of his public work he proved
himself more than a match for opponents, learned or
pedantic(Vol. 1, p. 20; italics supplied).
One finds that the Millerite Movement is attested to
have been the immediate background of the Seventh-day Adventist
people and church.

The early followers of William Miller were

called Millerites.

Although Miller himself never became a Seventh-

day Sabbath observer, some of his followers later became Seventh-day
Adventists.

Essentially the founders of the Seventh-day Adventist

Church were believers and workers in the Second Advent Movement
begun by "layman" Miller (Spalding, 1961, Vol. 1, p. 23).
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In the wake of the Millerite proclamation of the Second
Advent of Christ, Joseph Bates, a layman, is prominent as an
early Seventh-day Adventist Church forebear.

Church historian

Spalding (1961, Vol. 1) says:
It was the winter of 1843-44, and Joseph Bates, of New
Bedford, Massachusetts, ex-sea captain, temperance advocate,
abolitionist, and now Adventist, had come on a mission to
the Eastern Shore of Maryland, by the way of Washington and
Annapolis, accompanied by his "singing evangelist," H. S.
Gurney, to proclaim the imminent appearing of Christ in
glory (p. 25).
It was Joseph Bates who in a decisive way initiated the
Fairhaven Temperance Society.

According to Spalding (1961, Vol.

1), this organization was far-reaching in that it fostered other
such societies.
From this beginning other societies were formed in New
Bedford and neighboring towns, and shortly a Bristol County
society, followed by the Massachusetts State Temperance
Society (Vol. 1, p. 36).
Later, through the influence of Joseph Bates, supported by
Ellen G. White, concern for Temperance infiltrated the Adventist
Church.

There is no record that Bates was ever ordained to the

ministry, yet he had a profound influence in the creative devel
opment of the Seventh-day Adventist Church (Spalding, 1961, Vol.
1, p. 295).
An example of sacrificial support that laymen have offered
in the early life of the church, Hetzell (1967, p. 3) cites the
experience of a widow in 1847 who sold her cottage and gave
Joseph Bates the money for publication of an eighty page book.
Entitled "Second Advent Waymarks and High Heaps, or a Connected
View of the Fulfillment of Prophecy of God's Peculiar People from
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the year 1840 to 1844."

Many were disillusioned, but a few were

convinced that there was an answer to the dilemna.
The man whom God chose to be the instrument to salvage the
disappointed group, was Hiram Edson.

He was an advent believer,

but not even a Sabbath-keeper, when he was the recipient of a
vision which clarified the Sanctuary prophecy.

Seventh-day

Adventists hold this subject as vital to the understanding of the
Gospel and in particular is central to the existence of Adventism.
Speaking of Edson, the Seventh-day Adventist Encyclopedia

(1966)

declares him to have been:
A layman of Port Gibson, New York, the pioneer responsible
for introducing, among those who became the Seventh-day
Adventists, the fuller understanding of the sanctuary and its
cleansing. . . . Edson was not only a thoughtful Bible student
and an earnest evangelistic helper, but also a self-sacrificing
contributor, putting his possessions into the upbuilding of
the growing cause that he loved (pp. 364, 365).
From the context of this record and other accounts, one sees
that Hiram Edson was an instrumental leader among church brethren
in his time.

One could speculate that, had it not been for his

improvisingly decisive attitude at that time, except for God's
providence, the advent hope may have died in despair.
As the Advent believing group increased in size, a certain
unofficial organizational structure began to emerge in the 1850's.
It is significant that even then, there was little, if any
distinction made between the minister and layman regarding the
contributions each made to the growing "cause."

Joseph Bates and

James White were regarded as leaders, yet they did not maintain a
separate identity from other workers in matters affecting the life
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of the group.

Spalding (1961, Vol. 1) records:

Indeed the distinction between layman and minister was not
very sharp; for most ministers in those early days farmed or
worked trades, and many laymen labored in the ministry.
There being no church organization, the traveling ministers
received recognition as laborers by being given a card signed
by Joseph Bates and James White as "leading ministers" (pp.
224, 225).
Note the fact that Joseph Bates, though not ordained to
the ministry functioned as a "leading minister," doubtless in
matters pertaining to decision-making.
As the center of Adventism early was indicated to be Battle
Creek, Michigan, once again it is found that a layman took the
initiative.

Henry Lyon, a carpenter, apparently was the one who

decided to purchase land in Battle Creek for Church use.

Spalding

(1961) writes:
There were four men in Michigan, of whom Henry Lyon was
one, who built the financial platform for the transfer of the
denominational headquarters to that state. When Joseph
Bates met them in Jackson in 1852, ho remarked that all of
them except "the first named (Henry Lyon) were professed
public teachers, and feel the burden of the third angel's
message." Henry Lyon may not have been a public teacher;
. . . but he was evidently a man of vision and of executive
ability. When James White visited Michigan in 1853 and gave
the modest suggestions at Battle Creek that if the brethren
were faithful, they might create quite a company to
represent the cause in that village, he had not yet reckoned
with Henry Lyon.
It was a year later when Lyon came to Battle Creek, five
years before its incorporation as a city. He kept his eye on
the work of God, and judiciously gave of his means to it. His
mind was busy with plans for its extension; and in consulta
tion with his energetic son-in-law he conceived the idea of
bringing its headquarters west. As his town grew in every
direction, Henry Lyon, working at his trade, saw its
extension northwest in his own section, and he said, "Why
not Battle Creek?" (Vol. 1, pp. 266, 267).
Later history reveals that from this beginning there
developed a sizable complex of institutions under the title of
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Seventh-day Adventist.

Namely, Battle Creek Sanitarium, Battle

Creek College, Review and Herald Publishing Association and Church
Headquarters.
Apparently some of the Advent believers began to feel that
the work of the church rested in the hands of those set apart for
the ministry.

As early as 1853 we find James White, then the

editor of the Adventist's paper
Herald,

The Advent Review and Sabbath

defending the position that the laity must bear respon

sibility along with the ministry.

In an editorial, James White

(1853) says:
The labour, care, and responsibility of this great work does
not rest upon a few preachers. Where are the fathers and
mothers in Israel? Men and women of experience to bear
burdens, give wise counsel, and labour for the spiritual
advancement of the young and inexperienced? Such should
fill their place ir. the church. "Helps, governments," etc.,
are as necessary as teachers. And it is a fact that there
are many brethren of experience and sound judgment who are
better prepared to give counsel than the young and in
experienced preacher.
The whole church should be taught to feel that a portion
of the responsibility of good order and the salvation of
souls rests upon her individual members.
Obviously James White, now spokesman for the developing
church intended that the laity recognize and be granted their
creative role as responsible burden bearers.

Reference to a wide

roster of people, contrasted with "inexperienced preachers,"
participating in "governments," indicates that decision-making
and responsibility for implementation of decisions, was not
limited to the ministry.

Here is a principle that pervaded the

attitude as to the system of management in the young church.
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Many of the internal functions of the church remaining to
this day, were creatively initiated by church members who were
not ministers.

Howell (1935, p. 76) reports concerning the first

Sabbath Schools conducted in Rochester and Buck's Bridge, New
York in 1853 and 1854.

About this time G. H. Bell accepted the

Seventh-day Adventist doctrines.

He was a school teacher who had

had experience in Sunday School work.

In 1869 he prepared two

series of lessons from the Old Testament, beginning with creation
week for the children, and studies on the book of Daniel for the
youth.

Out of this beginning, Mr. Bell developed the series of

lesson books called

Bible Lessons for the Sabbath School,

which

were used by the children and youth.
The sequel to this is that in 1877 Bell urged the organiza
tion of Sabbath Schools in California and Michigan.

He was

instrumental in organization of State Sabbath School Associations,
and it was in the next year that the General Conference established
a General Sabbath School Association.

Organizational Structure
The matter of official Church organization was a subject
of intense discussion in the early 1860's.
of opinion on the matter.

There was a diversity

Some considered it essential, others

regarded it as an identification with the "Babylon" of the Book
of Revelation.
The first phases of organization were visible as local
conferences were formed.
to officially organize.

Michigan was the first local conference
Significantly, the first Michigan
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Conference Chairman was Joseph Bates, followed by another layman
the following year.
Official records (Smith, 1862) indicate that in accordance
with the action taken at its first meeting in 1861, the Michigan
Conference assembled at Monterey, October 4-6, 1862 with the same
officers; though for the ensuing term a layman, William S. Higley,
Jr., of Lapeer, was elected chairman, (the equivalent of today's
president) with a conference committee consisting of James White,
J. N. Loughborough and John Byington.
Moved, that William S. Higley, Jr. of Lapeer, Michigan, be
chairman of the conference for the coming year. Carried.
(Smith, 1862).
As the church grew in numbers and responsibility, the
discussions regarding organization focused on the matter of
organizing local conferences under a General Conference.

Throughout

this development, the record shows the definite involvement of the
laity.

Decisions were being made and the laymen were in the fore

of the process.
In an article printed in the Review and Herald of November
18, 1862, when discussion regarding General Conference organization
was at its peak, a Joseph Clarke, again a layman, called for
decisive action on the matter.

He wrote (1862):

It is necessary for a Seventh-day Adventist to free himself
from bigotry and self-will, as for those who stand opposed to
the whole truth. At present, the subject of organization seems
to be the stone of stumbling among us; and a foolish stumble
many are making. I have found in teaching school, that the
more thorough and systematic its organization, the more
successful the school.
From the first I have admired the plan of organization, and
I have been puzzled beyond measure to see the part acted by
those opposing it; especially that men of talent, of piety, of
largeness of mind, should fail to move most heartily for complete
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organization. . . . When I think, after all that has been
said and done on this matter, how Brother White is tantalized,
how the testimony is trampled on, how the church is
trammeled, how the good spirit is slighted, oh, it is
provoking, it is sickening, it is discouraging, it is posi
tively flat, nauseous as the lukewarm water from the stagnant
pool (p. 198).
Actually the official recorded motion that put the organiza
tion discussion onto the "floor” was made by a layman in 1860 at a
Battle Creek conference.

Edgar Bracket presented the motion as

follows from the official minutes:
Bro. Bracket. Mr. Chairman, in order to bring this subject
in a tangible form before the meeting, I would move that the
church organize. Seconded (Smith, 1860).
To this J. N. Loughborough made a clarifying amendment that
rephrased the motion since many had considered the church already
organized according to Bible organization.

His amendment stated

that the church organize in such a manner so as to hold property
legally.
Once the concern for official organization had passed, the
various phases of organized church life began to take shape.

The

Christian Education aspect of the church’s program began in a very
unsophisticated way.

Howell (1935, p. 80) reveals that after the

children of James and Ellen White had gotten to know and like
G. H. Bell, a public school teacher, they got the idea to have
Bell to be their teacher in a Christian school.

This idea

gathered support until the first church school was established with
G. H. Bell as the teacher.
One day the sons of Mr. and Mrs. James White told their
parents that Mr. Bell's explanations of difficult problems
in arithmetic and grammar constructions were much more clear
than those given by their school teachers, and they closed
their comments with the question, "Why can we not take lessons
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from Mr. Bell Instead of going to public school?" The idea
spread, and in 1868 Mr. Bell was encouraged to open a school
in a cottage near the Health Institute. The school grew in
magnitude until three years later, in addition to the regular
school term, a four weeks' lecture course was conducted for
ministers (pp. 80, 81).
It becomes evident that during the years 1866 to 1869 the
leadership at Battle Creek, with respect to the Health Institute
and the local church, was less than good.

James White in an

appeal for the building of a school spoke frankly about the
failings of the current organization in Battle Creek.

Thus he

appealed for new families (no doubt lay families), to move to
Battle Creek to build up and manage the proposed school.

White

(1872) wrote:
In order to build up just such a school as Seventh-day
Adventists need, the place to commence is to establish a right
state of things at Battle Creek. And this never can be done,
until the several State Conferences send representative men
and families to Battle Creek, to whom shall be entrusted the
welfare of our institutions located in that city. Italics
supplied.
White makes reference further in the article to irresponsible
families living in Battle Creek, to whom it was not safe to entrust
responsibility.

His appeal for new families to come to Battle

Creek included a challenge toward a higher standard of spiritual
commitment.

He continued:

They should be families of moral worth and standing in the
communities where they now reside. And having made life a
success, they have a double or triple competency, and can
afford to spend much of their time in their riper years as
counselors and directors in the interests of our institutions
without pay.
The essential point for consideration here is, that these references
indicate that the leaders in the early organizational structure of
the church, considered the creative role of the layman as paramount.
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One further piece of information makes reference to the
development of the layman's department of church life.
called the Lay Activities Department.

Today it is

In a missionary meeting at

the 1888 General Conference we find an example of the participation
of laity along with executive brethren in the decision-making
process.

The General Conference Bulletin (1888) records these

minutes of the meeting:
Sister Druillard, of Nebraska, gave some interesting facts
showing how a new interest has developed, and that she was in
hearty sympathy with the plans for future work.
Sister M. L. Huntly, secretary of the International Tract
Society, remarked that many would gladly work if they know how,
and in her remarks she tried to impress upon our minds the
importance of more thoroughly instructing the laity who are
among us.
In John G. Beach's research ([1973]) on the role of Women
entitled, "Women— Who Needs them?" he writes concerning Sister M.
L. Huntly:
Serving as secretary in one capacity or another throughout
her career, she was invited into the inner-circle of the maledominated controlling body— the "executive committee." Here
she served with distinction— rubbing shoulders with such
notables as Elder W. C. White, B. L. Whitney, 0. A. Olsen,
and Uriah Smith. Never in mere figurehead capacity, Maria
was part of the decision-making process— creating policy,
analyzing strategy, and evaluating results.
From a review of the pertinent literature, it is observed
that events surrounding the official organization of the church,
do not clearly differentiate between laymen and clergy.

Evidently,

in general the non-ordained church members participated as fully
and effectively in the decision-making process, as did the
ordained ministry.
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Reorganization of 1901 and Following Years
By the turn of the century, the size of the church's
membership and the largeness of the responsibilities, called for
a reorganization.

Crisler (1938) reviews in detail the events

and experiences of the church, as authority gradually became
invested in a few men at the General Conference.
During the General Conference of 1901, held at Battle Creek,
Michigan, counsels were given through the Sprit of Prophecy
that the time had fully come for a further distribution of
responsibility among the working forces of the Seventh-day
Adventist denomination throughout the world. In these
counsels, the evils of centralization were dealt with in a
most earnest, positive manner, and a change of policy was
called for (p. 157).
Ellen G. White from 1874 to 1888 warned and counseled the
leading brethren to desist from gathering responsibility and church
management to themselves.

She appealed to them on the principle

that every church member has a right and responsibility to exercise
his independent thinking, within the context of responsibility for
the whole church.
Evidently her messages were not altogether heeded, since
she found it necessary to frankly counsel for reorganization in
harmony with principles she earlier enunciated.

In the years that

followed 1901 there are a few examples of creative effort on the
part of church members.

However, it becomes evident from the

records that as time moved on, there is less and less in church
documents indicating the creative part laymen have had to offer to
the church.

Predominantly the ministry assumed the preponderance

of authority in the decision-making process.
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The story of Jasper Wayne serves as an example of the
continuing creative offerings laymen have made to church life, in
spite of being increasingly limited from direct participation in
the decision-making responsibility.
The renowned Harvest Ingathering program of the church began
in 1902, when a layman, Jasper Wayne of Waukon, Iowa, stood in the
post office of Sac City, Iowa, and on his own initiative gave out
several copies of the Signs of the Times to patrons (Howell, 1935,
pp. 51, 52).

As he, with a burden for the work of foreign missions

in his church, gave out the papers, he told the bystanders that if
they wished to give anything for the paper, the money would be used
for the cause of foreign missions.

More than four dollars was

received.
Later, Wayne unexpectedly received another supply of Signs
of the Times and after talking with his wife they decided that he
should carry the papers in the buggy, and as he gave them away,
extend the opportunity to the people to make donations for missions.
After having originated the Harvest Ingathering program, and
when there were many questions concerning whether or not this was
God's plan, Wayne had an unusual experience.

Calkins (1971) says:

He was out selling nursery stock and was staying at a hotel
one night and had gone to bed early and pulled the blinds
down, turned out the lights and went to sleep. Sometime in
the night he awoke suddenly, and the room was all lit up. At
first it frightened him, then a voice spoke to him saying,
"Brother Wayne, your prayers have been heard and your work
has been approved in Heaven." Then the light went out and all
was dark again. He said he knew then that he was right,
when the Lord's servant [Ellen G. White] and an angel from
heaven had approved his work (p. 10).
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At one point Wayne decided to send $17.75, collected for
missions, to the local conference office.

Bowes (1973) declares:

About this time Wayne decided it was time to send the money
that had been gathering for the past few weeks in the church
missionary fund to the missionary fund of the local conference.
He sent a check and a letter telling how the money was
collected. Specifying that the money was to be sent to the
mission field. In a few days he received a return letter
from the conference stating that they were sending the money
back as it was not in keeping with the Seventh-day Adventist
Church to "beg money from the Gentiles" (p. 17).
The story goes on to tell that Wayne sent the money again to
the Conference insisting that it be used for what it was intended.
Later, the church adopted the plan and E. G. White confirmed it
as God's plan.

Today, the Harvest Ingathering program is a major

function of the Seventh-day Adventist Church around the world
particularly as it relates to medical, educational and humanitarian
work.
Out of the Lay Activities department of the church there
developed a recurring program of Laymen's Congresses.

There is

some indication that attempts were made at these congresses to
foster creative decision-making.

Predominantly however the emphasis

was on evangelism rather than on church management.

The first

division-wide Laymen's Congress was held in Grand Ledge, Michigan,
August 20 to September 2, 1951 with delegates representing the
churches in North America.
Other layman's congresses offeree also a decision and problem
clinic and classes in the following: audio visual aids, con
temporary groups, leadership, lay preaching and branch Sabbath
schools (SPA Encyclopedia. 1966 , p. 693).
Considering now the Young Peoples department of the Seventhday Adventist Church, Howell (1935) shows that:
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As far as is known, the first organization of Seventh-day
Adventist Youth was formed at Hazelton, Michigan, by Luther
Warren, then a boy in his teens. He and another lad were
walking along a country road one day, talking earnestly about
what the young people could do to help spread the message of
Jesus' soon return. Why not form a Christian society for our
group of boys? came the question thought, and turning into a
field, there in a fence c o m e r the two boys told the Lord all
about the need and their idea. Soon a group of boys were
gathering regularly for prayer meetings, conducting temperance
meetings, and beginning to do missionary work. A little later,
girls also were admitted to the society, and happily these
youth worked together circulating tracts and papers, carrying
on correspondence with interested persons and doing what they
could for the sick and needy wherever they came in contact
with them (p. 88).
In this review of literature special notice was taken for
any indication in each church department that would specify some
type of program designed to educate laymen in the creative decision
making role.

One reference from the youth department could be

interpreted as an attempt.

Speaking of the M. V. Leadercraft

Course, the Seventh-dav Adventist Encyclopedia (1966) says:
A course designed to meet the need for specialized training
of young people in leadership functions and adopted in 1955
by the Missionary Volunteer Department after several years
of experimentation. Beginning with basic leadership and
group development theory, the course provides orientation in
M.V. Society operation, M.V. projects, programming, visual
aids, and speech. Along with functional skills, emphasis
is given to modern leadership attitudes (p. 729).
One aspect of Seventh-day Adventist growth and development
that must be considered is the Medical Missionary work.

Probably,

of all the aspects of church life, this one offers the most oppor
tunity for creative involvement on the part of laymen.

Doctors,

nurses and others have had many opportunities to creatively guide
the direction of the medical work.
A notable example of the above in action is found in the
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history of the College of Medical Evangelists, now Loma Linda
University.

As the institution developed and required adequate

student clinical training facilities, several problems arose as to
whether or not the College could continue.

By 1915 the College had

only a C rating as clinical training was housed in meager facilities
in Los Angeles.
During fall council of the General Conference in Loma Linda
in 1915 the General Conference discussed the needs of the College.
McCumber (1946) says:
All delegates acknowledged that in order to go ahead with
any hope of success, a hospital must be erected in the city
of Los Angeles to give the students further clinical
experience (p. 177).
Apparently this called for an initial expenditure of about
$60,000.

McCumber (1946) reports:

During an evening session of the council some rather
convincingly argued that the maintenance of even a fiftybed hospital, the minimum requirement, would create an
operating deficiency of $50,000 a year, which the
denomination could ill afford (p. 177).
Ellen G. White who had often given guidance at such times
as this, was a few months before, laid to rest.

Opposition to

expansion was gaining strength when four women entered the room
requesting a few minutes audience.

Again McCumber (1946) states:

With earnestness they requested that the work of the school
continue; that a hospital b e erected in Ios A n g e l e s as a
teaching unit for the clinical division, dedicated to the
memory of Ellen G. White; and that the task of raising the
money for this hospital be committed to the women of the
denomination (p. 177).
New courage was born and at that very time authorization
was given for the establishment of the new unit.

By December 1,
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1916, sufficient funds were in sight to begin the erection of the
first buildings of "The Ellen G. White Memorial Hospital."

Policies on Record
Contrasted with Episcopal, Papal, and Independent forms of
Church Government, the Church Manual (1963)

makes an official

statement indicating the form of government that the Seventh-day
Adventist Church follows:
Representative— the form of church government which
recognizes that authority in the church rests in the church
membership, with executive responsibility delegated to
representative bodies and officers for the governing of the
church. This form of church government recognizes also the
equality of the ordination of the entire ministry. The
representative form of church government is that which pre
vails in the Seventh-day Adventist Church (p. 43).
A further clarification of the church member's role came at
the Annual Council (1973) out of discussion surrounding the matter
of the role of women in the church.

Out of seven recommendations,

the fourth one says:
Voted, to adopt the following course of action:
4. That the emphasis of the report upon the priesthood
of all believers and the necessity of involving the total
resources of the church for the rapid completion of the
gospel commission be accepted.
Since this study seeks to focus predominantly on the local
church function, it is necessary to know the intended relationship
that the local pastor is to maintain.

The Church Manual (1936)

says:
Ordained ministers appointed by the conference committee to
to act as pastors or district leaders do not take the place
of the president in their respective fields; they are not
charged with administrative powers as is the president, but
they cooperate with him in carrying out the plans and policies
of the conference (p. 161) .
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Binding this together, the Seventh-dav Adventist
Encyclopedia (1966) says:
The local Seventh-day Adventist Church acts either through its
elders, deacons, and other officers constituting the church
board, or by vote of the whole congregation, in matters of
local administration, the admission and dropping of members,
the operation of a church school, and the election of its
officers. It works in cooperation with its pastor, who guides
the church activities, and it belongs to a group of churches
organized into a conference, under relations defined in the
constitution and bylaws of the conference (p. 252).
From the references cited, there appears to be an openness
in the policies for initiative and creative participation on the
part of the laymen.

One must consider however, whether or not

this openness is manifest in real church-life situations.
Church historians and others have not always fully
comprehended the provision for the church member's creative role
in the decision-making process.

Howell (1935) writes concerning

the conference president and his duties along with his ministerial
co-workers.
He and his coworkers plan and initiate the entire work to be
carried on in the conference. . . . There are the various
phases of our church program which might be classed under
three heads, spiritual, missionary, and financial. The local
conference president and his co-laborers look after the
interests of each of these. They endeavor to see that the
church services, the Sabbath School, the Missionary Volunteer
Societies, the various campaigns of missionary work, and the
financial interests are properly kept up (pp. 59, 60).
Under this particular interpretation of church policy, it
indicates that the initiative in the care of the church rests
with the ministry.

In such an approach there is no defined

creative-role for the laity.
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Counsels of Ellen G. White
Ellen G. White exerted a tremendous influence on the
church in its development and organization.

Her writings today,

are of inestimable value in regard to how the church ought to be
operated.

Officially the church regards her messages as directed

by God and thus they form an authoritative base upon which policy
may be founded.

It should be remembered that she never was

ordained to the ministry.

She candidly supported the office of

the ministry, yet she gave many clear counsels with regard to the
individual and creative roles that the laity properly must assume
in the life of the church.

She (White, 1883) said a great deal

about how the ministry is responsible to providing the framework
within which laity can function creatively:
Some pastors seem to think that they must take the lead,
manage, and manipulate every department of the church work.
They must arrange the details for every enterprise. Now,
there may be churches in which the pastor must do all this or
it will not be attended to at all; but in very many churches
there is plenty of lay talent for all these purposes, and if
the pastor would interest himself in pushing that talent to
the front, he would save himself much annoyance and hard work,
and at the same time be rendering a service to those he thus
interests in the general work of the church (1883, p. 1).
Failure to provide the atmosphere for lay-involvement in the
general work of the church, according to Ellen G. White, is evidence
of serious mismanagement of the creative potential in the church
( see appendix 4:
E. G. White).

"The Duty of the Minister and the People" by

Ministers are often responsible for depriving church

members of the expression of individual talent.

The devising and

planning of church work must not rest with the ministry alone.
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Essentially, if the laymen were allowed their rightful
role as creative decision-makers, two conditions would transpire.
(1) The ministry would be freed of encumbering duty so that they
might spend their time with non-Christians (2) The laity would
assume a greater responsibility for the work of the church in all
of its lines.

E. G. White (1882-1902) says:

Not a few ministers are neglecting the very work that they have
been appointed to do. Why are those who are set apart for
the work of the ministry placed on committees and boards? Why
are they called upon to attend so many business meetings, many
times at great distance from their fields of labor? Why are
not business matters placed in the hands of businessmen? The
ministers have not been set apart to do this work. The
finances of the cause are to be properly managed by men of
ability, but ministers are set apart for another line of work.
Let the management of financial matters rest on others than
those ordained to the ministry (Vol. 7, pp. 254, 255).
In another reference she (1892) says:
Many pastors fail in not knowing how, or in not trying, to
get the full membership of the church actively engaged in the
various departments of church work. If pastors would give
more attention to getting and keeping their flock actively
engaged at work, they would accomplish more good, have more
time for study and religious visiting, and also avoid many
causes of friction (p. 198).
We see then that personal involvement in the affairs of the
church in its general work, leads the membership toward greater
responsibility, not only to the church but also in regard to their
personal lives.
Without comment, the following quotations are presented as
supporting evidence that Ellen G. White's position called for the
free expression and creative involvement of the laity in the work
of the church, besides that of evangelism:
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I have been instructed in regard to the importance of
our ministers' keeping from responsibilities that should be
largely borne by business-men.
The Lord desires to have men of intelligence connected
with His work, men qualified for various positions of trust in
our conferences and institutions. Especially are consecrated
businessmen needed, men who will carry the principles of truth
into every business transaction. Those placed in charge of
financial affairs should not assume other burdens, burdens that
they are incapable of bearing; nor is the business management
to be entrusted to incompetent men (White, 1882-1902, Vol. 7
pp. 246, 247).
When the ministers understand the great blessing to be
derived from laboring for those who know not the truth, they
will leave the churches, after impressing upon them the
importance of devising plans and methods whereby they can do
within their borders the same kind of work that the ministers
of the gospel are doing in the regions beyond (White, 1932,
p. 318).
The matter of devising plans and methods (requiring creativedecision-making) is a work for the laity as well as the ministry.
So important is this responsibility to the laity in fulfilling
its role, that Ellen G. White instructed that the laity should be
educated toward it:
Those in charge of our conferences should find businessmen to
look after the financial details of city work. If such men
cannot be found, let facilities be provided for training men
to bear these burdens (White, 1882-1902, p. 253).
The minister should not feel that it is his duty to do all the
talking and all the laboring and all the praying, he should
educate helpers in every church (White, 1947, p. 69).
The great need of the church therefore, in relationship to
its life and management, is laymen who can assume administrative
responsibility.

Since women are mentioned in the following summary

quotation, one can assume that the principle applies to the laity,
since women traditionally have not been ordained to the ministry in
the Seventh-day Adventist Church.
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At this time God's cause is in need of men and women who
possess rare qualifications and good administrative powers;
men and women who will make patient thorough investigation
of the needs of the work in various fields; those who have
a large capacity for work; those who possess warm kind
hearts, cool heads, sound sense, and unbiased judgment; those
who are sanctified by the spirit of God and can fearlessly
say, No, or Yea and Amen, to propositions (White, 1882-1902,
Vol. 7, p. 249).

A Summary
This study suggests that, in essence, the Seventh-day
Adventist Church is a layman's church.

It was cradled by the hands

of laymen and the principles upon which it is founded imply creative
involvement of the laity.

Over the years, this study has shown,

laymen have made a significant contribution to the development
of the church.

It is evident, however, that as there developed

a condition of cleavage between the office of the clergy and the
responsibility of the laity, there is less and less recorded
evidence of the laity's involvement in the creative decison-making
process.

Possibly it would be found by further study that lay

activities in a general sense have likewise proportionately dimin
ished in the same way.
An organization that moves toward a destiny, recognizes that
its people need a voice in the development of their own destiny.
Thought leaders express the conviction that the literal survival
and spiritual development in the church is dependent upon the
clarification of the role of the laity in the church today.

Dr.

G. Oosterwal (1972) , Professor of Mission and Comparative Religion
at Andrews University says:
A genuine call for revival and reformation is sounding in the
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Adventist Church, and no aspect of church life should remain
unaffected by it— from it's mission and message to its morality,
from its apparent worldliness to its work and worship. But a
rediscovery of the true role of the laity is absolutely
essential to such a revival and reformation (p. 103).
Oosterwal (1972) in detail defines the term "laity" and
its implications.

He presents the issue, that the biblical meaning

of the term is corporeal, signifying all of "God's own people."
Essentially, ordained and non-ordained people belong to that
corporeal unit.

The development of the separate orders of

"laity" and "clergy" is something extrabiblical.

In Oosterwal1s mind

the life of the church should be an outward expression of a unified
working of "laity" and "clergy."

He suggests that there should be free

dom for creative contribution both from the laity and the ministry.
The primary concern of this study has been to project an
overall picture of the church's attitude toward the layman's role,
particularly with reference to creative decision-making.

During

pre-organizational times, it is clear that the church developed
out of creative activity and decision-making on the part of laymen.
The organizational structure provided for continuous creative
involvement of the laity.
indicate the same.

Policies and statements on record

The writings of Ellen G. White enunciate the

participatory role of laymen and clergy in the creative life of the
church.
The remaining concern now has to do with how church members—
laity and ministry, view the layman's creative decision-making role in
contemporary times.

This is the primary concern which contributed to

the descriptive research reported in the main body of this study.

Reproduced with permission o f the copyright owner. Further reproduction prohibited without permission.

APPENDIX 4

ADDITIONAL SUPPORT FROM E. G. WHITE

Reproduced with permission o f the copyright owner. Further reproduction prohibited without permission.

190

Principles of Original Thought as
Presented by Ellen G. White
Introduction
Chapter II in the main body of this study presented
some of the humanistic challenges which are presented to the church
as a microcosm in the macrocosm.

Essentially the query now has to do

with whether or not the church organization should assimilate, from
the society around it, sensitive concern for the creative expression
of its people.

Is the church morally obligated to educate toward

independent and original thought and action?

Or, shall the church

demand conformity in its organizational structure in matters other
than divine revelation?

Is the idea of non-doctrinal divergence in

thought and action permissable within the organizational climate?
Or, is such an intimation antagonistic to the foundational principles
of order in the Christian church?

Summarily, shall the church

consciously seek to develop a climate which is conducive to
creativity on the part of all of its members?
Proponents of "open-mindedness" have sometimes claimed that
piety stands in the way of learning and growth.

It is charged that

the devout man or woman has a closed mind that does not face facts
squarely (Hegland, 1954, p. 3).

To answer the implications of this

charge, must the church consciously create a climate of "non-fear"
of trying new associations of informed ideas?

Shall the clergy

and laity be challenged to see the church's life from a perspective
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of their independent and individual privilege of being "non
conformed" problem solvers?

What would this do to the "Gospel

Order" and the church's responsibility to protect its foundational
principles?
Are there some guidelines already established by the church
that can fuse the two concepts into one? The two concepts being,
to create a climate for original thought, and, to protect the church
from disintegration of its foundational truth and principles of
governance, perhaps through extremism.
Within the church's statements of faith there is authority
and inspiration on this very subject.

Primarily in the writings of

Ellen G. White there is guidance toward resolving the issues
presented in this section of the study.

Following a careful survey

of the numerous pages of her writings, there are several principles
on original thinking that emerge, and are here presented to serve
as guidelines.

It is hoped that these guidelines will serve to

indicate how independent, original and creative thought on the part
of Seventh-day Adventists can be exercised, without contradicting
the plan of God for the order and governance of the church, which
is the body of Jesus Christ
The basic rationale

onearth (1 Cor. 12).
for this study emanates

in one of Ellen G. White's books.
sectional study, contribute

from apassage

The guidelines presented in this

to the broader understanding of the

following words as they relate to original thought.
Every human being, created in the image of God, is
endowed with a power akin to that of the Creator— individuality,
power to think and to do. The men in whom this power is
developed are the men who bear responsibilities, who are leaders
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in enterprise, and who influence character. It is the work
of true education to develop this power, to train the youth
to be thinkers, and not mere reflectors of other men's
thought. Instead of confining their study to that which men
have said or written, let students be directed to the sources
of truth, to the vast fields opened for research in nature
and revelation. Let them contemplate the great facts of duty
and destiny, and the mind will expand and strengthen.
Instead of educated weaklings, institutions of learning may
send forth men strong to think and to act, men who possess
breadth of mind, clearness of thought, and the courage of
their convictions (White, 1903, pp. 17, 19).
J. P. Guilford (1950) indicates that, whereas in former
times original thought was considered to be a quality possessed
by high IQ personalities, present day research has shown that
creative ability, original thought and resultant productivity
extend beyond the domain of intelligence.

In other words, human

beings can be taught or encouraged to be original thinkers.
Since this section of the study focuses on what Ellen G.
White says on the matter, we notice in particular these points
from the book Education.

(1) Every human being is endowed with an

individual power to think and to do.

(2) Men in whom this power is

developed are the responsibility carriers; are leaders and they influ
ence character.

(4) Youth are to be trained to be original thinkers;

not to be reflectors of other men's thoughts.

(5) Under this power

exercised, the mind becomes broader and stronger.

The Problems of Formalism
and Fanaticism
New Methods Overcome Formalism
Especially those who have had some experience in leadership
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In the Seventh-day Adventist Church, can see that the subject for
study in this research paper presents two basic extremes of which
to be aware.

While some thinkers in the church fear the development

of extremism out of individual, original thought, there are others
who tend to believe that in the absence of original thinking life
less formalism develops in the church.
Ellen G. White (1958, p. 19) was clearly aware of this
tension and expressed the problem as being the devil's aim to either
bring in fanaticism on the one hand or cold formalism on the other.
It is in this way, she goes on to say, that the devil knows that
he can "gather a harvest of souls."
Within the context of developed formalism in the church she
frankly said (1882-1902, Vol. 5, p. 265), "the spiritual stagnation
that prevails is terrible."

Whether or not this directly refers to

original thinking, one can at least ascertain that E. G. White felt
strongly against "stagnation" in the church.

Speaking of new

methods introduced, possibly to move away from stagnation, she
commented:
When new methods have been advocated, so many doubtful
questions have been introduced, so many councils held that
every difficulty might be discerned, that reformers have
been handicapped, and some have ceased to urge reforms. They
seem unable to stem the current of doubt and criticism (White,
1882-1902, Vol. 6, pp. 141, 142).
Frequently in the White writings one discovers that she
sought to be a facilitator of "new methods" in the church.

Others

have expressed that new methods generally follow the spirit of
recombination of experience to form new associations (Parnes,
1972, p. 9).

This in itself has original-thought ramifications, or

Reproduced with permission o f the copyright owner. Further reproduction prohibited without permission.

194
it may be that a new method is the product of purely original
thought.

Within the framework of formalism and the routine, E.

G. White (1923b) says:
The prevailing monotony of the religious round of service in
our churches needs to be disturbed. The leaven of activity
needs to be introduced, that our church members may work along
new lines, and devise new methods (p. 204).
In some cases it is evident that E. G. White had to
chastise church leaders who by their stringent oversight of the
workers hampered advance movements in the church.

She (1923b)

said:
God does not require you to take such a course that the workers
in ________ or anywhere else shall not feel at liberty to make
advance movements, unless they can consult you and ask what
your judgment of the matter is, before they advance. I cannot
sanction the idea that you must have a personal oversight of
all the details of the work. If I did, the result would be
that no worker would dare to exercise his own judgment in
anything (p. 298).
On the side of positive approach in dealing with stereotyped
situations in the church, E. G. White (1887) said:
God's workmen must labour to be many-sided men; that is, to
have a breadth of character, not to be one-sided men, stereo
typed in one manner of working, getting into a groove, and
unable to see and sense that their words and their advocacy of
truth must vary with the class of people they are among and
the circumstances that they have to meet. All should be
constantly seeking for well developed minds, and to overcome
ill-balanced characters. This must be your constant study,
if you make a useful, successful laborer.
After assimilation of comments such as the ones cited, it
would seem appropriate to conclude, that Ellen G. White taught that
overbearing leadership tends to "freeze-up" individual original
thought.

When reforms are necessary, and judgmental attitudes

toward new ideas are expressed, reformers are discouraged from
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Introducing "new methods."

The church should indeed foster a

spirit of moving "out of the groove" in order that character and
mind develop so that men become "many-sided" men rather than
"stereotyped."

Beware of Extremism
To fairly understand Ellen G. White on the subject presented
in this chapter, one must note the caution expressed in her
writings concerning fanaticism.

It is apparent that while E. G.

White encouraged the development of "new methods" and the search
for "new light," yet one is impressed with the common-sense approach
she manifests in this area of consideration.

Many times those who

considered themselves to be original or inventive thinkers sought
to lead the church into a field of new theories and even extreme
tests of fellowship (White, 1946b, pp. 215, 216).

These were often

considered to be threats to the unity of the church.

In Selected

Messages can be found this comprehensive coverage of the matter
under consideration.
Every phase of fanaticism and erroneous theories, claiming to
be the truth, will be brought in among the remnant people of
God. Thse will fill minds with erroneous sentiments which have
no part in the truth for this time. Any man who supposes that
in the strength of his own devised resolutions, in his
intellectual might united with science or supposed knowledge,
he can start a work which will conquer the world, will find
himself lying among the ruins of his own speculations, and
will plainly understand why he is there. . . . (White, 1958,
Vol. 2, pp. 14, 15).
Following this warning to those who fanatically pursue a
false type of originality she speaks of how by inspiration she was
warned of men who would seek to mingle "devisings of men's minds"
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with "sacred truth."

She continues

to say that it takes "clear,

spiritual discernment" to distinguish the "sacred" from the
"common."
Never, never was there a time when the truth suffered more
from being misrepresented, belittled, demerited through
the perverse disputings of men than in these last days. Men
have brought themselves in with their heterogeneous mass of
heresies which they represent as oracles for the people.
The people are charmed with some strange new thing, and are
not wise in experience to discern the character of ideas that
men may frame up as something.
But to call it something of
great consequence and tie it to the Oracles of God, does not
make it truth. Oh, how this rebukes the low standard of
piety in the churches.
Men who want to present something original will conjure
up things new and strange, and without consideration will
step forward on these unstable theories, that have been woven
together as a precious theory, and present it as a life and
death question (White, 1958, Vol. 2, pp. 14, 15).
To meet this ever-present threat E. G. White (1958, Vol.
2, pp. 25, 26) speaks of deceptive doctrines presented without
documentation by the Word of God.

Essentially, new ideas or

teachings must be based on evidence or they are to be unheeded.
A foundational principle therefore needs to be understood
with respect to original thinking as it relates to moving out of
formalism and on the other hand, avoiding extremism.

"Let not

anyone be afraid of going to extremes while he is a close student
of the Word, humbling the soul at every step.

Christ must dwell

in him by faith" (White, 1958, Vol. 2, p. 22).
In the thought of Ellen G. White, it is evident that original
and independent thought is helpful to the church, under the condition
that the original thinker keep in mind his relationship to Christ,
and primarily the verification of Scripture of his thinking.

She

says, that when Jesus' example is followed there will be no

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

197
extremists (White, 1958, Vol. 2, p. 22).

Mind Development
The Highest Limits
Reference is again here made to the passage in the book
Education where E. G. White indicates that the work of true
education is to develop the power of individual thought.

That

youth (and undoubtedly adults also) are to be trained "to be
thinkers, and not mere reflectors of other men's thought" (White,
1903, pp. 17, 18).

For the purposes of this study, the present

writer assumes this

to be an encouragement toward original

thinking.

thought

Original

is therefore a high goal to be achieved

by the Christian student.
In connection with the subject of "the powers of the mind"
it is found that in Ellen G. White's thought, there is a relation
ship between the cultivation of the powers of the mind and
character development.
We are to cultivate the talents given by God. They are His
gifts, and are to be used in their relation to each other,
so as to make a perfect whole. God gives the talents, the
powers of the mind; man makes the character.
The mind is
the Lord's garden and man must cultivate it earnestly in
order to form a character after the divine similitude (White,
1961, p. 106).
If it is true that one of the powers of the mind is that
of individual or original thinking, then to cultivate this facet
of one's mind actively, is not out of harmony with general
principles of harmonious character development.

In one place

Ellen White (1900, p. 333) strongly declares that it is an
obligation by God that a Christian develop the intellect to its
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"fullest capacity."

Further to this she (1889b) says, "We need

minds that can see difficulties and go through with them with the
wisdom that comes from God, that can wrestle with hard problems
and conquer them".
A fuller development of the principle that God is the
source of wisdom and pure thought is found further on in this
study section.

At this point it should be noted that constantly

one finds Ellen G. White refer to the fact that original thought,
emanating from God and His Word is the only safety for the inde
pendent thinker.
New light will ever be revealed on the Word of God to him
who is in living connection with the Sun of Righteousness.
Let no one come to the conclusion that there is no more truth
to be revealed. The diligent prayerful seeker for truth will
find precious rays of light yet to shine forth from the Word
of God. Many gems are yet scattered that are to be gathered
together to become the property of the remnant people cf God
(White, 1938, p. 3A).
Once again in the light of the discovery of new light one
finds Ellen G. White (1946a, pp. 35, 36) telling those who believe
they have found new light, to put it to the test by close
examination and comparison with the Scriptures.
At this point consideration should be given to the specific
danger involved in mind development and truth discovery.
For thousands of years Satan has been experimenting upon the
properties of the human mind, and he has learned to know it
well. By his subtle workings in these last days he is linking
the human mind with his own, imbuing it with his thoughts;
and he is doing this work in so deceptive a manner that those
who accept his guidance know not that they are being led by
him at his will. The great deceiver hopes to so confuse the
minds of men and women that none but his voice will be heard
(White, 1932, p. 111).
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Because Satan takes the control of every mind that is not
decidedly under the control of the Spirit of God, the Christian
must be especially on guard in the matter of seeking to be an
original and independent thinker (White, 1923b), p. 79).

On the

other hand, one needs to remember the assurance that, "Satan cannot
touch the mind or intellect unless we yield it to him" (White, 1957,
Vol. 6, p. 1105).

Imagination
There is much in the writings of E. G. White on the subject
of the wrong use of the imagination.

Frequently reference is

made to the "diseased imagination" (White, 1882-1902, Vol 2,
p. 424) which has led in many cases to weakness of mind and body.
This theme is surveyed more fully in the following subsection of
this chapter.

It is evident therefore that for the purposes of this

section and paper in general, one needs to remember that daydreaming,
castle-building and living in an imaginary world are in no way
connected with the positive, constructive aspects of imagination.
One research group has commented on the dichotomous
definition of imagination in this way:
Much of the work which has been done on imagination has been
done from a negative point of view, emphasizing the dangers
to personality resulting from such non-constructive uses of
this capacity as excessive escape mechanisms, wish fulfilling
fantasies, and withdrawal from reality. The psychoanalytic
approach to creative imagination does give insight into forms
which imagination may take. It emphasizes the extent to
which imagination is a function of the total personality and
gives some clues as to how imagination operates (Union
College Studies in Character Research, 1960).
Ellen G. White (1913, p. 544) reinforces the need to exercise
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control over the thoughts and imaginations.

If the thoughts are

not properly employed, religion cannot flourish in the soul.
Emphasis is placed on the fact that in opposition to non-construc
tive thoughts, the mind must be preoccupied with sacred and eternal
things.
Commenting on the work of the apostle Paul, E. G. White
(1911, p. 518) indicates that the apostle sought to teach believers
the importance of keeping the mind from wandering to forbidden
themes or spending its energies on trifling subjects.
The mind must not be left to dwell at random upon every
subject that the enemy of souls may suggest. The heart must
be faithfully sentineled, or evils without will awaken evils
within, and the soul will wander in darkness (p. 518).
In the context of rebuke for the wrong use of the imagination,
Ellen G. White by contrast implied the positive good that can come
from the right use of the imagination.

She said:

Had you trained your mind to dwell upon elevated subjects,
meditating upon heavenly themes, you could have done much
good. You could have had an influence upon the minds of
others, to turn their selfish thoughts and world-loving
dispositions into the channel of spirituality (White, 18821902, Vol. 2, p. 215).
The example of Jesus Christ as a teacher who capitalized on
the powers of imagination, is cited by Ellen G. White (1898) in
these words:
Through the imagination He (Christ) reached the heart. His
illustrations were taken from the things of daily life, and
although they were simple, they had in them a wonderful depth
of meaning (p. 254).
Evidently the use of the imagination as it relates to original
thinking has value in subjects of "daily life" as well as in regard
to spiritual matters.

It is certain, however, that in the thought
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of E. G. White the only safety in the use of imaginative thinking
is found in its being securely tied to spiritual truth and values.
Never must the one doing the imagining conceive of this as a
means of self-exaltation and independence from God.

Essentially

the imagination is not only to be guarded, but also aided by the
abiding influence of the Holy Spirit (White, 1890, p. 460).

Mind-Body Relationships
In recent years a good deal of discussion in medicalscientific fields has centered around the subject of psychosomatic
relationships.

It should be recognized that when one talks about

mind-development and the use of the imagination it not only has
bearing on mental activity but physical health as well (White,
1882-1902, Vol. 3, pp. 485, 486).
Whatever disturbs the circulation of the electric currents in
the nervous system lessens the strength of the vital powers,
and the result is a deadening of the sensibilities of the
mind (White, 1882-1902, Vol. 2, p. 347).
The influence of the mind on the body, as well as the body on
the mind, should be emphasized. The electric power of the
brain, promoted by mental activity, vitalizes the whole
system, and
is thus
an invaluable aid in resistingdisease.
This should
be made
plain.(White, 1903, p. 197).
In contrast to the wrong and non-constructive use of the
imagination which leads to disease, Ellen G. White (1909, p. 241)
proposes that the right kinds of mental activity promote mind and
body health and

in fact are anaid to the resistance of disease.

She also says, "It

is the lack of harmonious action in the human

organism that brings disease.

The imagination may control the

other parts of the body to their injury.

All parts of the system
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must work harmoniously” (White, 1932, p. 291).
Thus far it has been shown that Ellen G. White
establishes the fact that every human being has a right to
develop his individual power to think and to do.

New methods need

to be developed by original thinkers who will depend on God and His
Word for guidance.

Christians should cultivate all of their mental

powers to the fullest capacity.

The imagination is one aspect of

original thinking and in the process of original thought through
imagination, there are the negative results and the positive results.
Improper use of the imagination tends toward mental and physical
disease; proper use of the imagination is invigorating and healthgiving to the mind and body.

The counsel is, "Let your imagination

picture the home of the saved, and remember that it will be more
glorious than your brightest imagination can portray" (White, 1892b,
p. 86) .

Mental Weakness or Strength
A summarization indicating a philosophy presented by Ellen
G. White (1882-1902) on the matter of mind-development as it relates
to original thought is now included here:
The severe training of youth, without properly directing them
to think for themselves as their own capacity and turn of
mind will allow, that by this means they may have growth of
thought, feelings of self-respect and confidence in their own
ability to perform, will ever produce a class who are weak
in mental and moral power. And when they stand in the world
to act for themselves they will reveal the fact that they were
trained like animals, and not educated. Their wills, instead
of being guided, were forced into subjection by the harsh
discipline of parents and teachers (Vol. 3, p. 133).
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While in certain cases it may not be a matter of "harsh
discipline" the principle remains the same.

Failure to direct

youth and adults toward thinking for themselves (original thought)
leads persons into becoming weak in mentality and character.

If

the work of true education is to mold character (White, 1903,
p. 19), then it would follow that a church that is concerned with
true education must indeed, in the thinking of E. G. White, foster
an atmosphere for original thinking; of course within the perspec
tive of right relationship to God and to the Word of God.

Originality
God's Plan before the Fall into Sin
To understand what God's plan was for man, one must study
the experience of the original man, i.e., Adam before he fell into
sin.

Ellen G. White by inspiration was given an understanding of

Adam's condition and potential in the Garden of Eden.
The subject of "originality of thought" as a distinct focus
is not presented by E. G. White as it relates to Adam.

Nevertheless,

the general descriptions

concerning Adam in the

pre-fallstate

reveal insights into the

subject which are applicable in this

presentation.
Adam and Eve were not only children under the fatherly care
of God, but they were students also, receiving instruction from the
all-wise Creator (White,

1890, p. 50).

the tree of life, "their

intellectual power was but little less than

that of the angels," (p. 50).

Because of their

access to

Heretofore in this paper it lias been

shown that one aspect of "intellectual power" is that of
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"individuality, power to think."

This power is set in opposition

to the experience of "reflecting other men's thoughts."
The exercise of this intellectual power would, according
to E. G. White (1890, p. 51) result in a continual increase of
capacity.

In the matter of communion from the natural to the

supernatural which is part of developing the mind, E. G. White
(1890) says, "They (Adam and Eve) held converse with leaf and
flower and tree, gathering from each the secrets of its life"
(p. 51).
Such comments as the above make it apparent that infinitely
more than man experiences and thinks today, was the original plan
for man.
When Adam came from the Creator's hand, he bore, in his
physical, mental and spiritual nature a likeness to his
Maker.
’God created man in His own image’ (Gen 1:27), and
it was His purpose that the longer man lived the more fully
he should reveal this image— the more fully reflect the glory
of the Creator. All his faculties werecapable of development;
their capacity and vigor were continually toincrease
(White, 1903, p. 15).
Special notice must be given to the fact that this
development of "all faculties" was dependent on the principle of
loyalty to God’s way (White,

1890, p. 51).

Lucifer, Originality and the

Christian

A spirit of discontent and dissatisfaction in the mind of
Lucifer led to a conditon of discontent and disaffection in heaven
(White, 1890, pp. 33-43).

Under the pretense of seeking the

betterment of heaven he entertained thoughts, original thoughts that
led to his open rebellion against God.

There is indication that

this condition developed, almost imperceptibly to Lucifer himself.
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White (1890) says:
Lucifer himself had not at first been acquainted with the real
nature of his feelings; for a time he had feared to express
the workings and imaginings of his mind; yet he did not
dismiss them. He did not see whither he was drifting (p. 39).
Throughout E. G. White's writings one finds the author
endeavoring to make readers aware of the subtle nature of a
developing rebellion against authority and God, when one seeks,
misguidedly, to be original and independent in thought.

In the

context of her writings a warning to ministers who have wonderful
advanced ideas; making these ideas a test of progress for the
church, she (1958) says:
Satan's object is accomplished just as surely when men run
ahead of Christ and do the work He has never entrusted to
their hand, as when they remain in the Laodicean state,
lukewarm, feeling rich and increased in goods, and in need
of nothing. The two classes are equally stumbling blocks
(Vol. 2, p. 180).
In this same regard we find E. G. White (1958) saying this:
Some zealous ones who are aiming and straining every energy
for originality have made a grave mistake in trying to get
something startling, wonderful, entrancing, before the people,
something they think others do not comprehend; but often they
do not themselves know what they are talking about. They
speculate upon God's word, advancing ideas that are not a
whit of help to themselves or to the churches. For the time
being, they may excite the imagination, but there is a
reaction, and these very ideas become a hindrance. Faith is
confounded with fancy, and their views may bias the mind in
the wrong direction. Let the plain, simple statements of the
Word of God be food for the mind; this speculating upon ideas
that are not clearly presented there, is dangerous business
(Vol. 2, p. 14).

Independence and Inventive Genius
As early as 1903 Ellen G. White indicated a negative atti
tude toward the general methods of education before her time.
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comments, that for ages education had to do chiefly with memoriza
tion of knowledge, very little of which could be utilized.

With this

emphasis on memory, other mental powers were not correspondingly
developed.

The methodological error in this type of teaching

results, according to her thought, in a weakening of the mind and
an incapability to manifest vigorous, self-reliant effort (White,
1903, p. 230).

Therefore the mind is content to depend on the

judgment and preception of others.
The education that consists in the training of the memory,
tending to discourage independent thought has a moral bearing
which is too little appreciated. As the student sacrifices
the power to reason and judge for himself, he becomes
incapable of discriminating between truth and error, and
falls an easy prey to deception. He is easily led to follow
tradition and custom (White, 1903, p. 230).
Evidently "independent thought" is closely related or even
synonymous with individuality.

The main theme of this study-section

is focused on E. G. White's reference to the fact that individuality
is a "power," which is a gift of God, which must not be sacrificed.
Thus, to sacrifice independent thought is to diverge from true
character building and mental ability.
No human mind should be submerged in another human mind
(White, 1902).
The mind that depends upon the judgment of others is certain,
sooner or later, to be misled (White, 1903, p. 231).
If you allow another to do your thinking for you, you will
have crippled energies and contracted abilities. There are
many whose intellects are dwarfed because they confine them
to dwell upon commonplace subjects. You should wrestle with
problems of thought that require the exercise of the best
powers of your mind (White, 1889a).
So strongly is the principle presented that E. G. White
(1882-1902) insists that God is ashamed of those who will allow
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their mental faculties to disintegrate, by refraining from inde
pendent thinking.

She goes on to say that such men are "not fully

developed" (Vol. 3, p. 495).
Along practical lines it is noted that E. G. White (18821902, Vol. 1, pp. 664, 665) gave approval to the exercise of
creative genius for the purpose of improvement of social conditions
as well as spiritual and mental.

In this particular instance

reference is made to a Brother C. A. White who evidently invented
a wringer-washer.

In counseling Brother White, E. G. White speaks

of the unwise course of patenting useless inventions, however she
commended C. A. White and the product he invented.
Along this line she (1923a) said:
The way in which God uses men is not always discerned, but
He does use them. God intrusts men with talents and inventive
genius, in order that His great work in our world may be
accomplished. The inventions of human minds are supposed to
spring from humanity, but God is behind all . . . (p. 409).
Here we find outlined simply a significant principle which
needs to be developed here, within the frame of reference of
independence, independent thought and inventive genius.
Tying in all of the various aspects of originality, warning
is given concerning the intentions of Satan to mislead the church
through this avenue.

She suggests that many apparently good things

will need to be carefully considered with much prayer; for they
are specious devices of the enemy to lead souls in a path which
lies so close to the path of truth that it will be scarcely
distinguishable from it.
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Discrimination is a necessary ingredient in the balance
between allowing for independent thinking that is right and good,
and independent thinking that is wrong in its influence.

The true

source of right independence is projected by E. G. White (1903) in
this way, "The power to discriminate between right and wrong we
can possess only through individual dependence upon God"(p. 231).
The main principle in the philosophy of creativity as
presented here, is found in the fact that all independent thought
and creative genius must acknowledge its source in God.

There are

unquestionably two powers controlling original thought,— God and
Satan.

The individual Christian therefore, in the thought of E.

G. White must use all "tools" available to him as a Christian to
insure that this power of independent thought and inventive genius
is found in God, and subsequently harmonizes with the will of God.
When men begin to weave in the human threads to compose the
pattern of the web, the Lord is in no hurry. He waits until
men shall lay down their own human inventions and will accept
the Lord's way and the Lord's will (White, 1946b, p. 215).
Independence of thought therefore in the directives of E.
G. White does not in any way indicate approval of an individual
self-sufficiency.

True independent thought subjects itself to

the influence of God, resulting in connection with "the source of
true knowledge and power" (White, 1903, p. 230).
True independence of mind is an element entirely different from
rashness. That quality of independence which leads to cautious,
prayerful, deliberate opinion should not be easily yielded,
not until the evidence is sufficiently strong to make it certain
that we are wrong. This independence will keep the mind calm
and unchangeable amid the multitudinous errors which prevail,
and will lead those in responsible positions to look carefully
at the evidence on every side, and not be swayed by the
influence of others, or by the surroundings, to form conclusions
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without intelligent thorough knowledge of all the circum
stances (White, 1882-1902, Vol. 3, pp. 104, 105).
On the basis of principle, it is to be noted here also,
that independent thought should not function outside of considera
tion of evident facts and circumstances.
Finally, in this chapter it should be presented as a
principle, that the E. G. White concept is that independent thought
should not be expressed
of men of experience

or implemented without

regard to the counsel

in the church.

God has a special work for the men of experience to do. They
are to guard the cause of God. They are to see that the work
of God isn't committed to men who feel it their privilege to
move out on their own independent judgment, to preach whatever
they please, and to be responsible to no one for their
instructions or work. Let this spirit of self-sufficiency
once rule in our midst, and there will be no harmony of
action, no unity
of spirit, no safety
for thework,and no
healthful growth
in the cause. Therewill be false teachers,
evil workers who will by insinuating error draw souls from
the truth. Christ prayed that His followers might be one as
He and the Father were one (White, 1946b, p. 213).

The Source of Creativity
The only medium through which God seeks to communicate with
and influence man, is the mind (White, 1882-1902, Vol. 2, p. 347).
In the exercise of individuality man must constantly remember that
the gift should lead to a decided giving of glory to the Giver,
so that the individual may develop toward his or her great potential.
The Lord does not desire that our individuality shall be
destroyed, it is not his purpose that any two persons shall
be alike in tastes and dispositions. All have characteristics
peculiar to themselves, and these are not to be destroyed,
but to be trained, molded, fashioned, after the similitude of
Christ. The Lord turns the natural aptitudes and capabilities
into profitable channels. In the improvement of the faculties
God has given, talent and ability are developed if the human
agent will recognize the fact that all his powers are an
endowment from God, to be used, not for selfish purposes, . . .
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but for the glory of God and the good of our fellow men
(White, 1961, p. 90).
In the search for broadness of mind so as to be original,
one needs to remember this:
Continual devotion establishes so close a relationship
between Jesus and His disciples that the Christian becomes
like His Master in character. He has clearer, broader
views. His discernment is more penetrative, his judgment
better balanced O'/bite, 1892a, p. 285).
Whatever line of investigation we pursue with
a sincere
purpose to arrive at truth, we are brought in touch with the
unseen, mighty Intelligence that is working in and through
all. The mind of man is brought into communion with the mind
of God, the finite with the Infinite. The effect of such
communion on body and mind and soul is beyond estimate.
In this communion is found the highest education. It is
God’s own method of development (White, 1903, p. 14).
In the thought of E. G. White it is clear that, for the
Christian, once the Source of all wisdom is acknowledged and
communion with Him is practiced, true
It

originality becomes operative.

is then also, that one must assume the right to maintain his or

her God-given right to exercise his or her individuality and in
dependence of thought within the principles already presented.
God has given us ability, to think and to act, and it is by
acting with carefulness, looking to Him for wisdom, that you
will become capable of bearing burdens. Stand in your Godgiven personality. Be no other person's shadow. Expect
that the Lord will work in and by and through you (White,
1909, pp. 498, 499).
God desires that His workers in every line shall look to Him
as the Giver of all they possess. All right inventions and
improvements have their source in Him who is wonderful in
counsel and excellent in working . . . . Whatever we do, in
whatever department of the work we are placed, He desires to
control our minds that we may do perfect work (White, 1900,
p. 349).
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A Summary
At the risk of oversimplification this study has found
that the comments of Ellen G. White on original thought fall under
two main themes.

(1) The blessing of God is upon men and women

that they should exercise the God-given gift of originality.
(2) True originality of thought will be submissive to God and to
the test of Scripture.

The Blessing of God
For men and women God’s ways have become known through the
human life and example of Jesus Christ, who in His teaching
demonstrated His regard for the individual (White, 1903, p. 231).
Teachers are encouraged to study Christ's lessons and the charac
ter of His teaching.
They must see its freedom from formalism and tradition,
and appreciate the originality, the authority, the spiritual
ity, the tenderness, the benevolence, and the practicability
of His teaching (White, 1882-1902, Vol. 6, p. 160).
In the introduction of this paper is presented the
challenge of the secular proponents of original thinking, suggesting
that original thought is the mother of progress.

Even in the

midst of speculation that piety discourages original thought, the
present author has found that the pious woman, Ellen G. White, as
a thought leader in the Seventh-day Adventist Church, (to say
nothing of her prophetic office) conveys the concept in principles,
that God's plan for men and women has always been that they be
independent and original thinkers, and not mere reflectors of
other men's thoughts.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

212
The cautious are numerous inasmuch as within the perils
of the days just prior to Christ's second advent, Satan seeks to
introduce a spirit of self-sufficiency and independence (White,
1882-1902, Vol. 3, pp. 66).

This independence is shown to be

that persons may think that they have inherent powers in themselves,
and thus fail

to rely upon God for wisdom

1902, Vol.

1, p. 294).

the spirit

in which original thought must

of thought (White,1882-

The following counsel is a summationof
be pursued.

We are
in continual danger of getting
above the simplicity of
the Gospel. There is an intense desire on the part of many to
startle the world with something original, that shall lift the
people into a state of ecstasy, and change the present order of
experience. There is certainly great need of a change in the
present order of experience; for the sacredness of present
truth is not realized as it should be, but the change we need
is a change of heart, and can only be obtained by seeking God
individually for His blessing, by pleading with Him for His
power, by fervently praying that His grace may come upon us,
and that our characters may be transformed. This is the change
we need today, and for the attainment of this experience we
should exercise persevering energy and manifest heartfelt
earnestness (White, 1958, Vol. 2, p. 23).

Submission to God, and the Test of Scripture
The contemporary challenge that elicited this study
presents men and women as capable, with their inherent qualities
of creativity, of solving their own problems in a creative manner.
A person's inherent originality must therefore be drawn from within
himself or herself to present operational solutions to his other
problems.
In the thought of Ellen G. White one finds that although a
person's individual creative genius is acknowledged and encouraged,
it must ever be remembered that this ability is not naturally in
herent in men and women.

In writing concerning the method of
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teaching by memorization, she (1903) said:
Seeing the evils of this method, some have gone to another
extreme. In their view, man needs only to develop that which
is within him. Such education leads the student to selfsufficiency, thus cutting him off from the source of true
knowledge and power (p. 230).
Following one's acknowledgment of God as the supplier
of original thought and mental power, E. G. White emphasizes that
original ideas will in fact be harmonious with Scripture.

For

the Christian then, in the search for originality, the Bible
becomes not only the vehicle but also the test of its value.
If the Bible were studied as it should be, men would become
strong in intellect. The subjects treated upon in the Word
of God, the dignified simplicity of its utterance, the noble
themes which it presents to the mind, develop faculties in
man which cannot otherwise be developed. In the Bible, a
boundless field is opened for the imagination. The student
will come from a contemplation of its grand themes, from
association with its lofty imagery, more pure and elevated
in thought and feeling than if ha had spent the time in reading
any work of mere human origin, to say nothing of those of a
trifling character (White, 1923a, p. 165).
While secular men and women may be proud of their attained
level of original thought, they have only to learn that the highest
levels of creativity are yet to be realized when the Bible is
given its proper place, for as E. G. White (1903) puts it:
The creative energy that called the world into existence is in
the Word of God. This Word imparts power; it begets life.
Every command is a promise; accepted by the will, received into
the soul, it brings with it the life of the infinite One. It
transforms the nature and re-creates the soul in the image of
God (p. 126; emphasis supplied).
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The Duty of the Minister and the People
By Mrs. E. G. White
God has given to "every man his work."

He has not left

the spiritual interests of the church wholly in the hands of the
minister.

It is not for the good of the minister, nor for the

good of the individual members of the church that the minister
should undertake exclusive charge of the Lord's heritage.

Each

member of the church has a part to act in order that the body may
be preserved in a healthful condition.

We are all members of the

same body, and each member must act a part for the benefit of all
the others.

All members have not the same office.

As the members

of our natural body are directed by the head, so as members of
the spiritual body, we should submit ourselves to the direction of
Christ, the living head of the church.
common vine.

We are as branches of a

Christ speaks of us as branches that have been grafted

into himself, the True Vine.

If we are true believers, living in

daily, hourly connection with Christ, we shall be sanctified through
the truth, and shall act our part in blessed union with the other
branches of the True Vine.
The minister and the church-members are to unite as one
person in laboring for the upbuilding and prosperity of the church.
Everyone who is a true soldier in the army of the Lord will be an
earnest, sincere, efficient worker, laboring to advance the interests
of Christ's kingdom.

Let no one presume to say to a brother who is
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walking circumspectly, "You are not to do the work of the Lord;
leave It for the minister."

Many members of the church have been

deprived of the experience which they should have had, because
the sentiment has prevailed that the minister should do all the
work and bear all the burdens.

Either the burdens have been

crowded upon the minister, or he has assumed those duties that
should have been performed by the members of the church.

Ministers

should take the officers and members of the church into their
confidence, and teach them how to labor for the Master.

Thus the

minister will not have to perform all the labor himself, and at
the same time the church will receive greater benefit than if he
endeavored to do all the work, and release the members of the
church from acting the part which the Lord designed that they
should.
All through our ranks, individual talent has been sadly
neglected.

A few persons have been selected as spiritual burden-

bearers, and the talent of other members has remained undeveloped.
Many have grown weaker since their union with the church, because
they have been practically prohibited from exercising their
talents.

The burden of church work should be distributed among

its individual members, so that each one may become an intelligent
laborer for God.
churches.

There is altogether too much unused force in our

There are a few who devise, plan and work; but the

great mass of the people do not lift their hands to do anything
for fear of being repulsed, for fear that others will regard them
as out of their place.

Many have willing hands and hearts, but

they are discouraged from putting their energies into the work.
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They are criticised If they try to do anything, and finally allow
their talents to lie dormant for fear of criticism, when if they
were encouraged to use them, the work would be advanced, and
workers would be added to the force of missionaries.

The wisdom

to adapt ourselves to peculiar situations, the strength to act in
time of emergency, are acquired by putting to use the talents the
Lord has given us, and by gaining an experience through personal
work.

A few are selected to hold responsible positions, and the

work is divided up among these brethren.

Many more who ought to

have an opportunity to develop into efficient workers for the Lord,
are left in the shadow.

Many of those who stand in places of

trust, cherish a spirit of caution, a fear that some move may be
made which isnot in perfect harmony
labor.

They require

personality.

with their own

methods of

that every plan should reflect their own

They fear to trust another's methods.

And why are

they not to be trusted?— Because they have not been educated;
because their leaders have not drilled them as soldiers should be
drilled.

Scores of men should be prepared to spring into action

at a moment's warning, should an emergency occur which demanded
their help.

Instead of this, the people go to church, listen to

the sermon, pay their tithes, make their offerings, and do very
little else.

And why?— Because the ministers do not open their

plans to the people, soliciting the benefit of their advice and
counsel in planning and their help in executing the plans that
they have had
There

a part in forming.
are to be no secret societies

in

ourchurches.
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ye are brethren.”
as well.

The minister's work is the lay member's work

Heart should be bound to heart.

shoulder to shoulder.

Let all press forward,

Is not every true follower of Christ open

to receive his teachings.

And should not all have an opportunity

to learn of Christ's methods by practical experience.

Why not put

them to work visiting the sick and assisting in other ways, and
thus keep the church in a workable condition?

All would thus be

kept in close touch with the minister's plans, so that he could
call for their assistance at any moment, and they would be able
to labor intelligently with him.

All should be laborers together

with God, and then the minister can feel that he has helpers in
whom it is safe to trust.

The minister can hasten this desirable

end by showing that he has confidence in the workers by setting
them to work.
Who is to blame for the deficiency in the churches?

Who is

to be censured because willing hands and zealous hearts have not
been educated to labor in a humble way for the Master?
much undeveloped talent among us.

There is

Many individuals might be

laboring in towns and cities, visiting from house to house, be
coming acquainted with families, entering into their social life,
dining at their tables, entering into conversation by their
firesides, dropping the precious seeds of truth all along the
line.

As they exercise their talents, Christ will give them

wisdom, and many believers will be found rejoicing in the knowledge
of the truth as a result of their labors.

Thousands might be

getting a practical education in the work by this personal labor.
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Neither Conference officer nor minister
God

has a call from

toindulge distrust of God's power to use every individual

who is considered a worthy member of the church.

This cautious

ness, so-called, is retarding almost every line of the Lord's
work.

God can and will use those who had not had a thorough

education in the schools of men.

A doubt of his power to do this

is manifest unbelief; it is limiting the Omnipotent power of the
One with whom nothing is impossible.
unsatisfied, distrustful caution!
the

0 for less of this

It leaves so many forces of

church unused; it closes up the way so that the Holy Spirit

cannot use men.

It keeps in idleness those who are willing and

anxious to labor in Christ's lines; it discourages many from
entering the work who would become efficient laborers together
with God if they were given a fair chance.

Those who would be

laborers, who see the great necessity for consecrated workers in
the church and in the world, should seek strength in the secret
places of prayer.

They should go forth to labor, and God will

bless them, and make them a blessing to others.
would give strength and stability to the church.

Such members
It is the lack

of spiritual exercise that makes church-members so weak and
inefficient; but again I would ask, Who is to blame for the state
of things that now exists?
God has given "to every man his work".

Why is that

ministers and Conference officers do not recognize this fact?

Why

do they not manifest their appreciation of the help that individual
members of the church could give?

Let church-membcrs awake.

Let

them take hold and help to stay up the hands of the ministers and
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the workers, pushing forward the interests of the cause.
must be no measuring of talent by comparison.

There

If a man exercises

faith, and walks humbly with his God, he may have little education,
he may be accounted a weak man, yet he can fill his appointed place
as well as the man who has the finest education.

He who yields

himself most unreservedly to the influence of the Holy Spirit is
best qualified to do acceptable service for the Master.

God will

inspire men who do not occupy responsible positions to work for
him.

If ministers and men in positions of authority will get out

of the way, and let the Holy Spirit move upon the minds of the
lay brethren, God will direct them what to do for the honor of his
name.

Let men have freedom to carry out that which the Holy

Spirit indicates.
would use.

Do not put the shackles upon humble men whom God

If those who now occupy positions of responsibility

had been kept at one class of work year after year, their talents
would not have developed, and they would not have been qualified
for the positions they hold; and yet they make no special effort
to test and develop the talents of those newly come into the faith.
Women who are willing to consecrate some of their time to
the service of the Lord should be appointed to visit the sick,
look after the young, and minister to the necessities of the poor.
They should be set apart to this work by prayer and laying on of
hands.

In some cases they will need to counsel with the church

officers or the minister; but if they are devoted women, main
taining a vital connection with God. they will be a power for good
in the church.

This is another means of strengthening and building
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up the church.

We need to branch out more in our methods of labor.

Not a hand should be bound, not a soul discouraged, not a voice
should be hushed; let every individual labor, privately or publicly,
to help forward this grand work.

Place the burdens upon men and

women in the church, that they may grow by reason of the exercise,
and thus become effective agents in the hand of the Lord for the
enlightenment of those who sit in darkness.
There is a world to be warned.

Let not humanity presume to

stand in the way, but rather let every man stand aside, and let
God work by his Holy Spirit for the accomplishment of the redemption
of his purchased possession.

Some of these new workers may make

mistakes, but let the older ones counsel with them and instruct
them how to correct their methods.

They should be encouraged to

surrender themselves wholly to the Lord, and go to work in a humble
way.

Such service is acceptable to the Master, and he will

supplement their efforts by the power of his Holy Spirit, and
many souls will be converted.
Let every church awake out of sleep; let the members unite
themselves together in the love of Jesus and in sympathy for
perishing souls, and go forth to their neighbors, pointing them
to the way of salvation.
in earth.

Our Leader has all power in heaven and

He will use men as agents for the accomplishment of his

purposess whom some of the brethren would reject as unfit to engage
in the work.

Heavenly intelligences are combined with human

instrumentalities in carrying forward the Lord's work.

Angels

have their places assigned them in connection with the human
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agents on earth.

They will work through every person who will

submit himself to labor in Heaven's ways; therefore, not one human
being should be cast aside or left with no part to act.
The members of our large churches are not in the most
favorable situation for spiritual growth or for development of
efficient methods of labor.

They are inclined to let others bear

the burdens that the Lord designs all should have a part in
carrying.

Perhaps there may be a number of good workers, and these

take up the work so spiritedly that the weaker ones do not see
where they can get hold, so they settle down in idleness.

It is a

mistake for our people to crowd together in large numbers.

It is

not in harmony with God's plans.

It is his will that the knowledge

which we receive of the truth should be communicated to others; that
the light which shines upon us should be reflected upon the pathway
of those walking in darkness, so that we may lead others to the
Lamb of God that taketh away the sin of the world.

But where a

large number are congregated together in one church, this work in
a large measure is neglected, and the light of truth is often only
reflected back and forth upon the church-members; the world is left
in darkness, the alarm is not sounded, the warning message from
Heaven is not given.
The Lord has given "to every man his work" and he must have
space to work.

If one is ignorant of ways and means of carrying on

the work, the Lord has provided a Teacher.

Jesus said, "The

Comforter, which is the Holy Ghost, whom the Father will send in
my name, he shall teach you all things, and bring all things to
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your remembrance, whatsoever I have said unto you."

There is

altogether too little said concerning the sufficiency that God has
provided for every soul that accepts the Lord Jesus Christ.
The Eternal Father, the unchangeable one, gave his only
begotten Son, tore from his bosom Him who was made in the express
image of his person, and sent him down to earth to reveal how
greatly he loved mankind.
can ask or think."

He is willing to do more, "more than we

An inspired writer asks a question which should

sink deep into every heart:

"He that spared not his own Son, but

delivered him up for us all, how shall he not with him also freely
give us all things?"

Shall not every believer in the Lord Jesus

Christ say, "Since God has done so much for us, how shall we not,
for Christ's sake, show our love to him by obedience to his
commandments, by being doers of his word, by unreservedly conse
crating ourselves to his service?"
Where is the faith of those who claim to be the people of
God?

Shall they also be included among that number of whom Christ

questioned, "When the Son of man cometh, shall he find faith on
the earth?

Jesus died to redeem us from the curse of sin and

from sin itself, and shall we render him only a feeble half of
those powers which he has paid such an infinite price to ransom
from the hands of the enemy of our souls?
"For ye know the grace of our Lord Jesus Christ, that,
though he was rich, yet for your sakes he became poor, that ye
through his poverty might be rich."

He in whom "dwelleth all

the fullness of the Godhead bodily, " descended to our world,
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humiliated himself by clothing his divinity with humanity, that
through humanity he might reach the human family.

While he

embraces the human race with his human arm, he grasps the throne
of God with his divine arm, thus uniting humanity to divinity.
The Majesty of heaven, the King of glory, descended the path of
humiliation step by step until he reached the lowest point
possible for humanity to experience:

and why?

That he might be

able to reach even the lowest of mankind, sunken in the very
depths of degradation though they be, that he might be able to
elevate them to the heights of heaven.

He has promised, "To him

that overcometh will I grant to sit with me in my throne, even
as I also overcame, and am set down with my Father in his throne."
Wonder of wonders!

Man, a creature of the earth, dust, elevated

to the throne of the King of the universe!

Marvelous love!

inexpressible, incomprehensible love!
The Advent Review and Sabbath Herald.

July 9, 1895.
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